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Foreword
For the past ten years the Southern Regional Education Board

has been involved with a, series of projects to assist the de-

velopment of programs to train and use mental health workers
;.

at theaiSociate degree level. During this time the "movement" -

has grown from a small h'andful of seven college training pro-

gramsgrams to a nationwide total of 175 sdch.programs with thousands

of graduates.

The most recent SREB project has been concerned with faculty

development for these training pro rams. The project's advisory

committee strongly urged that the p oject prepare this publica-

tion, a guidebook for.p'Sociate degree thental health /human ser-
)/

vice programs, as a elp for- program directo4S, college officials,

faculty persons; advisory committee members and agency field

instructors.

/
-A task force and several subcommittees made up of college

/

. program directors 'end faculty contributed their time and effort

to -thinking through issues and preparing earlier drAftg. We are

grateful for their participation .and efforts.
,

We also wish to acknowledge the work of Mr. Capers 0. Brazzell

who was project director during this lagt two-year project.

4



All of the work of the .SREB in the area of mental health/

human service technology has been supported'by the ExperiMental,

and Special'Projects Branch of the National Institute of Mental

Health. This partcular-Troject was supported by Grant Num-,

ber 1 T21 MH13537 from that Branch. We are grateful,for their

financial support, but we particularly apprfciate the consul-
.

.

tation and rrsonal support which the staff of the Branch have

consistently given to our efforts.

4

Harold L. heeters, M.D.
Director,, omdission do Mental
Illness and Retardation.

.$

114

A

Sr (



dm.

I

c

Contents
InirodUciion lo 4

SECTIOg I -.PROGRAM PLANNING AND DEVELOPMENT

zr.

.1. Assessing' Needs 1

2. Setting Program Objectives. 15

3. Structute and Organization 31'

4..Jecruiting and Orienting Faculty 43

5. Recruiting and-Selecting Students 53
,

SECTION II TEACHING IN MENTAL HEALTH/HUMAN SERVICE PROGRAMS

6. Setting Curriculum Objectives 63

7. Instructional TeCh.nology 75

8. Planning Field Experience 89

9. Evaluating Students 101

SECTION III COMMUNITY DEVELOPMENT

10. Dtveloping Jobs 111

11._Advisory Committee and Community Relations. . .125

SECTION IV- ADMINISTRi.TION

' 12. Administrative Leadership 135

'.13- Funding 4nd Cost Analysis 149

.



t

S

Introduction
.BACKGROUND OFTHE MENTAL HEALTH WORKER MOVEMENT

Until ten yers.ago, the traditional mental health manpower,

system was' made up of fully qualj,fied professionals (psychi-
cs

atrists, clihicil psychologists, psychiatric social workers,

and psychiatric nurses) and a large number of psychiatric

, aids or attendants with .no training other than a short period,

of in- service training after they were employed. There were

virtually no "middle - level'; workers. Because most of the pro-
.

fessOnals required many years of training in their basic pro-
f,

fessipns, they preferred prestigtous positions in urban settings.

rr

Thus there were sever-manpower shortages in public services and

infacilities that were remote from darg,poitoulation centers.

In 1959, Dr. George Albee, in Mental ,Health Manpower ,.Trends

suggested that it should be possible totrain workers f entaI.

health more directly and in far less, time than was equir'ed for

-the traditional professionals, However, six years passed before
.

1
,A

serious.attefftsowere begun to train workers in such programs..
.

"In. 1965, The TxA#Trimental and Special Training Branch 'of the'

National Institute of Mental ftalth'awarded,a grant-to the Fort
, .
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Wayne, Indiana Extension Program of Purdue Universityto train
I ; -°

mental health workers at the Associate of ,Arts level. A,the

same time it awarded a grant to the SoUthern Regional Education

Bbard (SR5B).tb bring together a grbup of community-junior col- t

lege .officials and mental health professionals to explore whether

it was feasible and desirabde to train workers for mentalhealth

in the two-year colleges which were rapidly, being created and ex-

panded in the 1960's. These colleges had not.previously offered

training programs in the liuman services, but they were proving

to be. versatile and innovative, and they were located close _to

the people they served., They offered promise to meet the mental

health manpower shortages if workers could be prepared in two-

year trainng programs.
%

It was the consensus of the SREB conference that it was

both feasible and desitable'to train mental health workers in

the community colges, and SREB was urged to take the lea4er-k

ship in helpig them do so. 'Again'withsupport from the Experi-
t

mental and Special Training Branch of NIMH, SREB began a pro-

ject inJanuary, 1968, to work with the community colleges and
1

a few Other colle.ges of the South in the development of Associ-

ate of-Arts level mental h6'alth worker piograms. In addition,

the 60-),roject would 'work wiih,mental.h5alth agencies to

1 .

C
help .1,!em develop job descriptions, establish positions and

gain .the know-how 'to introduce.and use the middle level /

.

workers in the mental heal.th manpower system.

i

.
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At'first the project worked with only seven colleges, but

each year new programs were undertaken until \at present there
. . ,

'...r

are abOut 0 cbllege programs in mental health/human service

.

technology in the Soutl and about 175 in the nation. These
.

programs have - a variety of titles--Mental Health Assiistant,

MentillJealth Associate, Mental Health Worker, Community Mental

Health, wand many &thers. Perhaps the most cbmmon titles are

Menta,1 Health Technology or Mental Health Technician. In the

past three or four years there has been a trend for some of

these programs,to change their name to :Human Services Technology,

becausethey found that their graduates were being employed in a

4

wide range of human service programs in addition to those called

"mental hearth." It'thus seemed appropriate to brqaden the

program title. In the, remainder of this publication, these

programs are referred as mental health/human .service programs.

However, it is recommended that any particular'title include a

word such as "technology" or "associate"Chich ithiflies that the

purpose of the program' is to prepare a practitioner rather than

simply to provide an werview study of the field ,of mental health

or human services.

The SREB project hats explored many, aspects of mental health/

human service programs, setting program anti course objectives,

recruiting and selecting students and faculty, curriculum develop-

ment, field experience, job development and evaluation.

iii
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In the early development of, mental health/human service
, .

.
---..

''programs, there were:no Ovefalit guidelines or recommendations;

each
.

program.decided individually what kind ofworker it
\

intended to train and h-ow it planned to go about it. Most pro-
,

grams agreed that they planned. to prepare ,some, kind of practir.-

4 . %
.

tioner i"-Or the mental health tkeld, but there was. no conseliits ,

1

of what kind of a practitioner this shbuld' be,- S:46141d.the. mid-
b

dle level practitioneis be only assistants to one of the estab-

lished professionals (i.e., social*workers,*nurses, activity
)

'e therapi s)? Should they have onlya'single skill such as

ilTbehavi r modification, psychological testing or psy,Chotherapy?

Should they he only imited functions such as outreach and

'referral; or should they be limited to community work or hospital

work? Or should, they have entirely new kinds of roles'? These

were questions .that had to be answered before curricula could

be developed and before job descriptions could be.written..

An early effort of the SREB project was an attempt to

develop a rationale for the roles and 'unctions to be expected'

of a middle leVel mental health worker. This effort brought

'together mental health professionals andmanpower experts to

explore the needs and alternatiVes. From this work came the

'lotion of the generalist--awOrker whose primary job assign-

ment is to work with a stall group of clients and families or

a small neighborhood to help them with all aspects of their

mental health problems. The generalist workers do whatever

iv
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threy can thetselves tor their clients and call for cons61-ta-
,

tion fit', the spedialists dit' make releffa-ls to0them when

able to manage the' problem alone. The are thus primary ,

mental health/human service agents who function as paft of

an organized mental health system to eAtend the expertise of

the professional specillists to more clients. This generalist
. *

concept was described more fully in the SREB publication,

Roles and Functiofis or'Mental Health Workprs, 1969, which

ha been widely distributed tfo colleges, across the nation.

The generalist mental health worker model provides the

. basis for virtually all of the mental health/human service

programs i the nation today. -. How6ier,ithere is still con-

'siderable variation in the program titles and in how the
*

generalist concept s interpreted. 'Some focus luore on'-com-

. .

,
.

munity mental healfh,while other focus on ipstitutional work,
. .

- 1

Some focus more on problem., areas suth as alcoholism, drpg .

abuse,saging, children, merital.retardatiOn,0i, etc. /Most

grams feature the generalist Orientation but also provide a

degree of specia14,zation in one OP these problem areas through*

ofte or two kective courses and seleCted field plAcklents.

pattern of specialization within the generalist. m' 1

-seems to be vastl eferred to a model of narrow specially

zation by technique or profesgion. It provides' fof greftpr

2mobility of the worker and tends to be more acceptable to'
.46*

disabled* clients who feel the need for a single worker to
V

-whom they can relate for help with' all of their problems,

much like a parent surrogate.

>

\
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MENTAL HEALTH AND UUMAI' SERVICES (i6

.This same generalist pattern protivails When the program

is called "Human Service Technology." iWe basic concept, of

relating the worker to the client and the client's family for,

' all of their psychoso-cial problems, is still the most -appro-

pri,ate'Use of middle level workrs. The sub-4pecializations

may then be 4, vbroader progOm areasjsuch as mental health,

corrections, oqk welfare, aging,jchild welfare, ett. The

baSic:knOwledge of human personality, psy-ch- and sociopathology

and community resources is much the ;same for allof the human

serVices. So to are the skillsbf4terviewing, counselfhg,

group interventions and behavior therapy. Pq.so all,workers,in

the hOman.'services need a.s Milar,set of Vajud4 about their
R

clients' and the. work tey do, ,and they all require a consi4e11--

able self-awareness of their own motivations, abilities, perSon-
.,

ality patterns .and personal reaction patterns.

A "CORE OF. COMPtTENC"

There,is not yet a coherent human services` manpower move-

ment at- the A4ciate. of Arts level, but there is conSidetahle

talc about developing a common, human services "Core of competence"

Which might proyia the basis for bringing together several of
4

the newly emerging .programs in humaw-service program areas such

as mental health, corrections, aging, `child care, ;social welfare,

mental retardaflon, etc. Thexe are preiOntb7"More than 160
t.

different tles fqr vaac..,Vus human setvice program areas pffered

cOmmuftityi colleges, althodgh most,*ave many common elements.

vi
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The next 'Step for- the SREB project after artitulatihg- the
,

.

.4

4 1

.

.- ..

' .
.

, ;;dr ' 7 / :geneconcept 0e . 4 .,

rdlist, t was to develop, a clear vticin of. just, w1
,

, -,- t,r. 9 . /
knowledgeo, Aillndj4ues would be included in the ficoro of

.., .

competence" pf e. melit471ead.th/human service worker -at the
*).,y4, -' , . .,

Associate of.ArtS*

.

14yel. .based4on ,the geteralist mddel... This .

4- was done through a series of t'ask forces of coil'ege program 4i-

rectors,rectors, faculty. and agency persoTiheil and described in the SREB
. , , .

°

document, Plan's ,for Teaching,i4ental Health Wei-kers

This core of competence was defined for three major areis:.

knowledge, s'krils and values that were deemed td* be essentia4

o highly desirable for a worker. There were ast suggestions.

'lb
-

for how. these- Rractice-owiented competencies 'Night be taughein.
)w a

a :mental haalth/humarn service curri4ulum.

INT.RODUCING THE NEW MENTAL HEALTH/HUMAN SERVICCWORKER

Later in the project, when the-re had been- considerable

experience with. the graduates of the programs entering the ob,

maf,ket, \he project developed a pubiicatioi), Induction and
.

Use of Associate of Arts orkei-s in the Mental Health System,

which offered suggestions to facUlty persons, graauates and'.

4
agency administrators' for'making the transition of the worker

_....,

4
'''' e ,

from a two-year colde1/8 graduate fo an employee of an agency
. .

as smooth as possible. As ,amore and more gr dduates.:have. come,
.

4

from these collee programs and as the job market'has softened

t

because of the general eco nomi c decline ,. the ma tter O'f ;Job

development has become quite acute in some commut-qti-a.
1 4

vii

A4a.,
4.

Is

4-



.DROFF1SSIONALltSUES'

As the colleges began to producelarge nulOers'of graduates

the new thental_healh/numan service workers began to.sVek a

professional identity for:thqmselves.: The number of'graduares.

,-
has now reached 11000 and is expeCted to exceed 20,00Q 1)7,1980.

The graduates are employed in ne rly every kind Of mental health

x
1_

. -

setting and ,in'a wiPde range of ervice agencies. The
., !, ,

,

graduates have-ftet felt a ki li. f the estalqished

/ f ,

,

professions; 4hey'acted i 1970- to establish their own-'organi-
.4 - ._. -

.
,,

,

zmItiontheNatiral%Org4tization of Human Services. 11-as group

. -,:30 '... : _,,

is still:qui-re` sma.11, but ithas. several state chapters, end tit
- . . .

. ,

proviOs a mechap"Om for exchangring expe4ences, working"to
. .

-

, .
.

achieve better 'recognition for mental health/human s.erv4e

,
,

workers in nationa l stand d's (such, as those of feaWral agencies
-

andAlhose of the,Joint Commission on. tire Accreditatio4 9f HoSpi*--
,

, 0

tals),-'and improving t6I-their acceptance by state and local . ;

,.

e.

-I 7

ageno3.s and profesiOnal groups._ N . .
.., ,,

r,13-

For the past five wars thellaculty.of the mental health/
., .!.._

,

humanservi5e'programs have. had a forum -' -the .annual facul0-

.conference sponsored by the SREB projectin wiliCh they could

\

Itme together for sipilar purposes and for fkeulty development.
.

These conf6rences are now ending, and soAhelfaculty haveorgarl-

7.

. .

ized.a national Council of Human Service Educators'irCorder to

- 'carry on some' co these same activities. Much remains to be

done in developing some kind of national proArath approval and

some-kindoWWQrker Certification. These needs are being. ex-,
w

plored bir:these two rather new organizatidns.4

viii

13.
4.



FINANCIAL SUPPORT FORMENTAL'HEALTI-i/HUMAN SERVICE PROGRAMS
4

The ?arly'efforfs to develop programs at the Associate

of Arts level were supported by grants from the Expeximental,

ppec41 Training Branch of the National-Institute.of Men-
y

tal He'alth; These included the experimental program at Purdue..

University,. six other experimental college programs and all of

the projects of SREB and the Western Interstate gommission on

High4r.Education. -In 1970 the Branch :funded the Center for

Human Services Research-at Johns hopkins University to do re-

search of the movement, and dater established a program of

modest financial support that aided about 60 additional College

programs. However, filkst colleges have initiated and continue

1

their mental/health/human service programs using regular college

fund.. Some havehad grants or contracts with other federal

A 1

agencies with mental health agencies in their own states.

8
At this time virtually all financial support for mental

th/human service programsfrom the National Institute of

Mental Health is ending. Thus, the programs are all faced with

the need to make their programs cost effective with-ordinary

5o11ege resources, or to seek other sources of financing. This

'Pis happeningat a time when college budge, are stressed by

inflation and overall declining enrollments in higheroduca-

tion. A few programs with small enrollments are being phased

dut. Al & are concerned about financing.

ix
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THE NEED FOR A GUIDEBOOK

For the past two 'years the. SREB, project has had a.nation-
.

"wide focus on helping the.Associate%of Arts mental health/human

service programs with faculty development. In 1973 the advisory

committee of this project recommended that the project make

effUfts to prepare a guidebook for the many aspects. of develop-

ing, administering and teaching mental health/human service

programs. Such a guidebook might be used by colleges that plan .

't.(5 develop new mental health/human service programs or by college

.officials or faculty persons of existing programs to improve

their programs.

The lAojeet appointed a task force madeupof several
i

mental health/human service program directors who had been ac-
.

tive in the project's faculty conferences. Each of these task

4
force members was asked to- invitee other program directors to be

*
members of subcommittees to-develop guidelines for specific

topics related to planning, administration and instruction in
.

r

the programs: The full task force and the subcommittees met

several times and prepareedetailed outlines or p<jrs. It then 4

became the responsibility of the staff of the SREB project to

combine these individual papers into.a single

1

guidebook.

The staff of the SREB project is grateful for the work

these task force and Olibcommittee members did, and for "the

mateials they prepared. However, this final draft of the
,

guidebook is the responsibility of the SREB- staff since there

were many repetitions -Wand gaps in the original papers which

x
e
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hav n rework The staff' hopes that these Modifications

are acceptable to ach of the contributars../,
The chapter headings of this guidebook the topics

EA

of the original subcommittees., Although there are some over-
...,

lap,-the sequence of- subjects is:

. Sec-tip Program Planning and DeVelopment
e'

o f

1 . Assessing, Needs
2. Seqing-Program Objectives
3 ,Structure and OrganizatOp
4. Recruiting and Orienting'' Faculty
S. Recruiting aild Selecting Students

Section II g Teaching'in Mental Health/Human Serviee Provams
ti,

6. Setting Curriculum Objectives
7. Instruttional Technology
8.- Planning Field Experience
9. Evaluating Students

Sectioh IJI Commuhity Development

10.DevelopingJobs
11. Advisory Committee'and Commuhity Relations

5, s

F'
-e

Section IV Administration
.-

12. Adwqinistrative Lea% dership
13. Fufiding and Cbst Analysis

4

+a'
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Assessing Needs F

This chapter presents suggestions for community colleges in

. 1

. .

assessing,theneed before establishing or expanding a mental
,. ..--

, I
health/human service Program.. SiaMe of these suggestions may

. . 4
. .

be used dn\re-surveys every few years to determine the need

for modifiCations of existing ptograms. It.i a joint responsi-

bility of the college and the comriunfty to collaborate in the
4

initial.ass.essment of the need for such a program T14 to con-
,

tinue to review whether the graduates- Of the-programs,are

properly prepared' to make the contriNutions expected of them.'

SOURCES PF PROGRAM PROPOSALS /-

.

Program prOposal-S to establish a mental health/human 4,er-
,

'vice program at a.local community college,or a four-year college
.

can originate from many sources. 'These may be individuals or.
4

groups. *Sometimes the proposals cgpe from individual faculty
,

meybers or-individUal prdf6s'sionals in lc\cal.agencie who feel
. ,

that Tentzfl health/human service workers Might help solve local

anpower.shortages or better serve clients. Sometimes 'the

proposals come*from college officials Who have'heaTd'of such

programs elsewhere and feel that thei college should-offer one.
,

,

,
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Or .the proposal's may originate with local mental health or

social s ice agencies, mental .health associations, associa,
tide fo etarded ci, izens oil. state 'health. far socialservice

.

manpower commissions committees.
i

4 , r

. Prier to a systematic in-vesttgation into the need .for .
. ,, .,

the 'training ppgram, the ortg,in,4tors' of the proposal, should

have 'a clear. undeer's.tandltig of why there is ,a. need for this
:4.:

l .
kind o'i .pr.ogi'am and how, the lifot,ker will enter into tlie' main--.

. - -., .

, sr_eam of ttie:'me'rit a/ tsealti-i/liwnlyi service. market, `The proposal's,

, .
Origilators'skthil,a,,,aliv.he".able to gisie some preliminary def ini-

.
., . ..;.7 , . :

, tion Of the progiam4s philosophy.,oblq-cti'ves, curriculum; fund-,

.
N I: . .,

in-g,.ieleetion.ctitt#44foll students andirculty and how' th,e ,I
1 u

.. ' . r VIN,

4

job 14.7i,.14 be...develciped: These4.4iay lat.er.bret-modiffed
. 1 , - , ;

.
n N

4 . 1, ..
..-, after` .a.more fornial..a.sse.ss,ment of neildsl:i,somplefekh'ut 'a

?,.... ,, .; % -,-.
preiiminarjr -definiti-oh is'seeded".for deseienint the sprvey

. . ',, ; , , .

- pr:ocOuittrg . ,. . .
-; S

.., ,... ,.4 t
.

In some teases the pre ,s t.0 diOretop., new, career programs, . ,

in Mental' h6a141 aiid ;human 'Serif' ce' has exceeded. the community's
.. ...

need for-.the. wotker's, so'd'kat some. - graduates haiie had great
- i

difficulty jobs . 'If' the o.r.iinator of the proposdl
.

Y
is- an ope,tating 'agency which_'feeis .the need for new kinds

, ,

of viol..kers, at this_ Level 'and- '1 as approached a community college,
. . . 0, 4.4.,..

ty

-about training, thatagency '$hottld be ahie
Q
to identify the kind

.. , ' , ,, .
, '

of worker ix, teels is needed. -. .
....' %

2
at.

2
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. SURVEY .COMMITTEE

The next step is to 'establish a survey 'committee to

. t '

. explore the feasibility of a program in the area. The maih .8
.

.

goals of the committee -are to collect,data which will demon?

strate the need fora Program: define the-specific charactey-
,

Attics of the need, and jUstify how- the college shoulemeet it.'

The survey committee.will determine where the study is to be

'h

s

uhdertake the.study, what facilities or groups .

Will be interviewed and how the data will be used. The Com-

mittee may be-established by the college or by the proposal

originators, but the committee should include some college

officials and faculty, some local agency administrators and

staff, and some mental health/human service professionals. It

may also be well to include someone from the state personnel

;department' and personnel officers of major local employers of

the potential graduates of-the program. '

The committee should be knoIlledgelle about the objectiveS

of community colleges and about the literature on mental health/

huthan services current 'practices, in order'Zo articulate the .

'
-- various rode options fer the.programs and in order to respond

te to questions fi-oM Community agencies .

Since /the movement to prtpare mental health/human seryice

workers in community tolleges-is quite new, it ,is unlikely that
t .

.

.1o6a1 mental, health prOfessional or ageny administrators are

familiar with all aspects of the,training .and use of th0:e

workers.. This is especially true, of the'generadist concept.

4
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Thus they.will need some orien tation to what mental health/

hdman services is all about before -they will be able to respond

intelligently tO the survex. questions. It is advisable to ob-.

td6 materials relating to middie. level mental hlalth/human

Service.Arorkers and disseminate these materials to local agencies

and'interested persons., Videotapes and publications produced by

the'Southern Regional Education Board may be useful.
. .

. »
. Certdin state agencies should be' contacted early for what/

.

,
. . .

-ever data dr
4

re4commendationS they may have te,gardin the !teedt
, ,

. ,.....
_,

forthe program. These)'ipcLude the state cjamprehensive health
.

.(
planning -agency,,the stat e Coolldindting boards for community

.

. .

-
colleges, mental health or human service man.0 power commiSsions,

-

the staff- development officelwof the state mental health 'agenCy,
,

. the state personnel office, and any related agencies such as

,,,.4P
.. .

,

departmenls-of human resources, me al -retardation or alcohol

and ,drug abuse. Frequently,- ,these agencies ,already have data
, .

about manpowpt needs% or--theY.Can give technical assistance

to the effort. Or they may_have information about new service
..

programs they plan to impleme or new- staff slevelopmdnt require-
%

merits that the training program could help to meet. . r

TH'E SURVEY PLAN
.. %

... ...

. 1.

,The survey committee first determines the community. to
,.-

b'e studied\ The communify. may-b-e defined by the hUman,'ser-
1

yice system to be served--mental health programs, sibcial,ser-

.
1 4

vice.programs, drug and alcohol programs, Mental retardation

programs or aging-programs. may'be defined by the geographic

'
0

4
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area to be served--a county, a region, a state. Or it may
, .

be defined by bbth geo*graphic'area and human service system.

4
Once the community or sys em to be studied'has been

defined, the committee decid on which of a variety of tech-

niqdeg to use to aessithe need, for a program. These will
.s-

be some combination ofi,
40-

Personal interviews

QuestiOnnaires j

Workshops

Letters of documentation

--Publinformation media (radio, TV, newspapers)

Personal Interviews I

Documentation of need and support for the prodram can be

obteMe through personal interviews of local leaderslft mental
e

health/human service programs and agencies. The interviews can

16ferr be conducted by the faculty or students of the psychology

or sociology departments of the college or by volunteers from

the mental health association. The interviewers should have

-se kind. of training in interviewing and eioula, be prepared

with a list of the kinds of data that are needed: This might

be in the form of a questfonnaire.or a check list. The inter-
,:

views would then foctl on such. is:1111k as:

What mental health/human se'r'vice workers are ,and the
'feasibility of using them in the agency program

The numbers and kinds of workers that might realisti.
be employ

The salary schedules and career systems that could b
expected for the workers

22
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'What role model's, special competendies, etc., would
be required for agency\workers and how` they would be

used programmatically

What problems, may be seen in actually establishing
job descriptions, positions, etc., and what steps
would be taken to solvethem

eibether the agency would be able
J to.-provide field'

75TacementS for students
/

Suggestions for support f'the training program
(i.e.,' stipends, time off for employees who enroll
as students in the program, suppori for field' in-

strUctors, contracts, etc.)

Suggestions for any part, of the curriculum

For many agencies it would be well to gather, this kind .

of information at a staff meeting ofOkey staff persons of the

.

agency., xathet than just from a single person -there. This

would give wider input into the survey as well as acquainting

,.
More df the skency's staff with what the training_ program .

... W. ,

might do.
4

It is well also to interview some consumer group represen-

tatives, becauseoften they are able to identify community

problets and needs which professionals are not aware of or are

reluctant to expose. "rit'Sis-ciase the survey will have i4enti-

t, 4

fied "nefed-S, thatare not actually "defilands".for-workexs.

. -

This sae issue may emerge in interviews 4th agency/
professionals =they .may describe how manyTorkers of_ this kind

they "need," but this is not the same asAth numbenthey can

actually employ. It is desirable to identify nmet needs of

this kind4 bed it is ,important to be suYe there 'is some plan

forotranskating these needs into realistic demand. Otherwise

6
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the surrey runs the 'risk of documenting "blue-sky" figures

of need which can never be-realistically met by the agency's

budget.

Personal interviews arlow the opportunity to discuss
.

mutual problems and arifir any questions the individual may

have about the nature'of the program. The individual can then

discuss the proposed raining program with colleagues and elicit

more support and interest..

In doing the community survey it is especially desdy.ble

to interview persons who areinvolved in planning and develop-

ing new or expanding mEtihtal health/hVman.service prograMs, as

they are more likely to need new kinds, of workers. For this

- .reason the survey committee should make special efforts to

learn about new programs being formulated-at-national, state

and local levels.-For example, if the state is about to under-
.

takecommtmity level alcohol treatment programs or Lg'it is

planning a major deinstitutionalizatiOn program and expansion

of community after-care programs,at is well for the survey

committee to know this and interview the ,key planners of these

programs.

Questionnaires

Questionnaires mailed to agtncies and key professionals

are a frequently used surve,y method. This method has some-4

limitations in that it lacks the personal eletent and provides

little opportunity for the respondent to ask questions or to

reflect subtle nuances of his feelings which can be'dittected

4
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in a person-Al:interview. ,However, 'they are useful in reaching

a 'rather largenumber a'f.smaller agencies that cannot be reached

in persona12interviews or workshops.

Questionnaires are accompanied-hya cover letter that gives

4 low

the background of 'the- survey, the reason the survey is being

conducted and invites the'agency's response. The retter shodld

clearly identify the agency that is. assidming responsibility for

this part of the survey and should probably be co-signed by

somp.administrative official of that agency. The letter

should also:

Strest the potential benefits to the agency responding
41,- to the questionnaire

Stress,the professional nature Of the survey and of the
proposed training program

bffer to send the results othe survey, if requested.
(Then be sure this is done.)

Include a stamped and addressed return envelope

-.The questionnaire should be as briefand,purposefAl as

possible in oraer to, facilitate responses, Long questionnaires

with superfluous questions waste time and drastically reduce

the response rate. it may be well to mimeograph the q6stion-

naire on both 'sides of a colored paper stock. This "flags" it,

makesit appear more concise and encourages response . A few

points about the questionnaire:

e-

Keep the items simple, clear and brief.

'Group items that are related. The specific items to be
included are likely .to be the same as those included in
the personal interview.

8
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Use" "semi" open-end questions which arelpumeTica ly-
scorable, but which also allow' the respondent to

s /
elaborate i4.he.14shes. certainitems can he con-
structed,entirely pf closed-end questions-such as-
true-false,' yes-no, or, multiple'.gioice, These are -'

easy to tabulate and sc re-;',but tgey, yield li-ttle
individualized.informat., II: 'Open -end items (essay '. ,

questions) allow flexibi 'ty-aimptatatements of per- ,

sonal feelings, but are molip difficAlt to tabulate
and interpret. "

.

Have a plRn for tabulating and analyzing each item.
. .

Be sure that each questions identifies the agency
and the name and title of the respondent as well as
the date, especially if there 'is a likelihood of
s9-veys every few years.

Include an item on the questionnaire for .the respon-.

dent to,check.if he wishes to receive a report of
the survey (unless it is intended to send such a
report to all respondents).

Prepare a writAn'report of tile survey and send it
to all respondents who desired it as well as to any
other key leaders.

Workshops
4

Workshops for key agenc7 persons are a particularly use- .

r
Eul, survey technique foy mental health /huarf service programs

-----

for two reasons: it provides an opportunity to explain the

mental health/human service worker concept in depth'and to

explore it'in group settings so that the responses to'questiona

of need are more realisticithan/araylk the case_wit-ther
1 , ,/ 1

7'.

' ...,._-

techni wor ope-start people\ thinking and plannitg

more seriAsly for-actual employment of the graduates if a

'program is undertaken.

It is seldom possible to hold busyjpeopld for more than

a one -day workshop of this kind,,and even then there,is likely

,

,

to be a fairahipunt-of coming and going.'It is better to devote.

20
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a substantial portion of thi,time to small. group discussions

-rather than to formal preselkations o y If the per'Ans

to be involved in'the workshops are from a relatively sm all

-

geographic area-, it may be desirable to sprit the workshop
.

into two separate days at 2 or 3 week intervals. This alloWs.

the participants to'go back to their colleagues fot further
.

discussions alid-tiireturqwith' a more 'assuted,reply. The work-
.

shop technique is especially useful for some of the major
AO

agencies.that might employ the gradugAes,, It also, often re-
,

'deals non-verbalized feelings and _subtle problJts that will,
'ft A

have to be dealt with in prograt development'',

At some point,in the workshop there should be a systematic

attempt to get firm answers to theleyquestions nee'ded,for
.

planning. This might be handled by giving each participant

-:400,,ofthe mail questionnaires to fill out anal return. Or,acrone

portion of the workshop agenda might be gilren to asking specific
J - '

.

-ques tions and recording the responses .
.,

`s-
r

'Letters of Documentation
/

,Letters of documentation are perhaps more useful in

justifying and supporting. 1.6-aining program- than 'iit d cumgftnt-

kni arid.assessinithe needs fora program. These are etters
.

. . -

from leaders that-s ate their feelings about thb program and
,

, .

4) endAgorse the conce4. Such lette.r.s may be especially 'helpful
.., . ..-

\<oming from _profes6ional leaders such as the 'psychiatric .'

..-

association and theloirhapter ofjiAgW. While these pro-

fessional organizatipns ikr-iflovbe irid4positibn tol'employ

10



the graduates, they are\in a position to support training

and employment through endorsement. 4 0

Often, however, personal letters from agency leade'cs can

state the'need and the .intentions of the agency regarding either
4.0000.

their use of the graduates of the program or its use in staff

development. Perhaps it could be well to request persons who

grant a personal interview,to also prOvide'a letter of endorse-

ment: -These letters could be 'helpful in justifying the program
!.

to.col4geTofficidls, funding bodies, etc. , even though the'

'need has already-be'en identified in the 2ersonal

Two groups which should be approache for letters are

Citizen groups-and consumer representatiies. It may be critical

to have evidence of their support for the concept of training

and using midd4e,level workers - especially since some have

:sometimes insisted that they wanted only "first class" services

from "full" professionals.

Other agencies that, might,' bdoolicited for personal letters

are public schools: juvenile,andOndult courts, Correctipns.pro-

grams, family service agencies, rehabilitation programs, com-

munity' and others that are not likely

to be prime employerS of the graduates, but are' likely to have. J,
-

close relationships- to-'mental health programs and may have

feelings about the kinds of workers the agencies employ.
4.

Public Iniormation.Media ,

The public-relation/public information department of the
, .

c011egeacafi bq helpfiui in soliciting the response of .general

/



public and potential students to the idea of a mental health/

human service trainijig program in the community college. The

Awdepartment can negotiate w h Xocal television and radio

stations and newspap present the program Ito the community -

at large. Citizens are invited to respond' or to ask questions
Ak,

by way of telephone calls; letters or post-carAiS regarding their

e)

. .

.
.

feeling' about the program. Specifically inviting replies from

potential students who wouid-enroll in a program if it were
....

established would give an indication i?'student demand for 4.

the

COMPLETING THE SURVEY .

When all of the data have been,gathdred., the survey com-

mittee will tabulate,/analyze and make a teport with appropriate
--, '

interpretations and recommendations. The repprt ideally .1,$,,,,,;,put

"1-'1q,',,1;.

v..
.

. together so that the main narrative of findings i$ clear'and /

'concise With a section of rather specific 4COmmendations

regarding.the size ,of the program, philosophies-
'-moda$w4

general objectives, specific curriculum needs,, suPpISTrf
...

,

etc. The various letters of support and -doctiment4tion'ti,
_ ,

. , , ..--' rs' ,

follow the, narrative or they might date included-iag--`app'efdicet,

or .attachments.

Su'fficient copies of the report are sent to key off.i. Lals

in the college, the local agencies, the related state o fices

and to local pport groups (i.e., citizen advocacy groups,

professional societies, newspapers, etc.). Copies clan also

be used as attached. documentation` -for any grant, requests that

12 b
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may bedevelop'ed. And copies are given to each member of the

atijsory board and to key' fatulty members if a prokram, is, to
, rt

be undertaken.
\

-Plans .should be made to repeat the ,survey every few years

to assess the changing needs for workers; This is especially

desirable, in times of reorganizations .0. .e , to consolidated

human service programs) or major prograiii changes which may

have mpicati'ons' for the kind of `training to be offered 409'

,the colleg6.

t.

.r4

A
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Setting program Objectives
It ds not sufficient to simply put together a 'collection

of plausible sloundinvcourses from the college catalbg

4

add call it a mental health/human service program, Signifi-
.

cant changes are happening in the mental health and human
4

service deliVery syst*t tAat will influence the direction

of AA degree college programs. It is important that pro-

gram diTectorsr*Id college officials be aware of them and

have a clear set of appropriate program objectives.

-The significant trend in the mental health systeM to

tie- emphasize - institutions means that fewer and fewer people

will be employed,in large institutions. Some of the expand-

ing employment opportunities in mental health and the human

services will begin settings after -care homes,'
. .

sheltered workshops, alcohol'and drug, detoxification pro-

.grams, rehabilitation centers, geriatric facilities /* and

criminal justice,and coriectionsprograms.. Industry may

direct some attention to the human interaction problems as,

they.rely_to productivity.

15
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. The changing-sociaa,e4Opodnment isanother factor--

_the need for workers' who can interact with s'pecial groups
1 . .

of persons. This includes povertygroups, minority,, groups,

rural persou$, old people, young people and alcoholics. = .

i 0 n,it-appears thy petsons who are'ineigenous, to these

groupS are better ableto help -than persons who are not

familiar witt,their.values .and Cultures.

1.

G.

of.

4 third ,trend Ln spciety is to lo'ok to workers. to deal

liriththe ordinary day-to-day.:problems'whiChclients present

,and to use professibnals as consultAnts to deal with highly

speciti and extraordinary problems, ,and as agency leaders and

overall.program:developers.
1.

-/..
,Wifb ktioledge of these trends, the' college and its mental

health/human service program Staff are in.a better position to

define (heir program objectives. probably the major program

.,objective .will relate ,to the kind of graduates4:e program

,

'plans to produce,, but other objecti.Ves wilf relate to ,such

issues .as sekecting students, cour/eling students developing

a job market,for graduates,deveioping community and professional

understanding:ofgraduates, providing commupity services to the

. local agencies, evaluating graduates and eh aging in research,

The process of setting objectives is icult, but

the college and the progiam,director shoul see that it is

donevin'suff'icient written detail so that all involved persons--

stedents, faculty encies, prtiona sand college officials--

can agree on what is to be Undeggtken bey the mental health, /human
A

16
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,. service program.. ,The prpgram director may write the objectives
'

by he or she may work with a committee Of faculty tegether with

an advisory committee of community agency persons and faculty

from- other parts of -the- college.

A statement of program objectives'should include an-exami-
,

,
. a .

0

nation1 of the philosophies upon which the objectives .and goals-

are based. It is' often the philosophies' that provide the Criti-

% _cal distinctions between programs'. As.am-example, a program

that believes its mission isto provide college transfer credits

for preprofes'gional students will differ markedly in tone from

one that believes its in'tssion is to prepire a beginning level

practitioner although many of the courses might be the same.

Such a statement of objectives will probably be 'several pages

long, not just a paragraph or two,. Tob brief a statement leaves'

too much ambigdity for program interpretation and does not pro-

vide an' adequate base for evaluation.

'PRIMARY PROGRAM OBJECTI#ES4OR STUDENTS AND GRADUATES

The primary program objective of mental health /human ser-4

vice programs is to prepare a.be&inning level practitioner in

the skills, knowledge and attitudes necessary for :working

effectively 'in'a variety pf mental health and4human service

settings. Regardless of the area of service, 'the student and 7:t

his or her own unique environment need to,. be considered. This

coincides with the geneialist concept. The specific details
r

of.eny particular service agency'S operation would be provided

to the graduate's through in- service training after they ate

17
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employed: The core of- knowledge, Ski.j.ls- and attitudes.Will .

;pro vide the:gen'eralist with sufficient flexibility to meet
,... , .

futilte service-delivery patterns which.are-not clearly deft

1

at present, such as new patterns of community Care,for long-
-. 110 ,

term residents of"staft Mental cospitals or new patterns of
t;

service to 'chronic alcoholics who traditionally -are handled

by local courts and jails.

While the objective of preparing a mental health or human-

service gen ralist practitioners has been accepted as:tle Appro-.

priate ma for objective-of vi,rually all mental health/human ser-

vice programs, there ig,by no means universal agreement. Ajew

people feel that the objective of these programs should be to

provide only college transfer programs; a few others feel that

the graduates should be only assis tants to one-o f the established

professions; others feel that the graduates should have only,one

or two narrow skills such as psychotherapy, behavior modifica-
4 ,_

tion.or outreach. It is important- to make these.objectives_

Clear and specific, for the vtire program will te designed

according to whatever patter it agreed uppn at the start.

3f.-,the gen eralist practitioner concept is defined,as the

primary objective, thenthe program will provide further

definition of the goals and 'roles for this kind of graduate.

Goals for Graduates

The-graduates will work di-Tectly with clients, families

and local communities and will immkement the following goals:

To help the client with all of his problems

18
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To:help :clients andfamilies help ,themiellres toward
maximutiffunctifoning

_To help persons dis cover alternative, ways of resolving
problems

Td help people au,id, probleNs and to be better able to
cope.INith everyday _living 4

To deliver dilterperisonal, social 'and basic physical
support seryices to clients

To act as an intermediary between community resources.
and clients-And'families,

To facilitate appropriate changes in systemS within
the local community to help people funrtiQn more
!'effectively

Roles of Graduates

The work, in order to accomplish these goals, will need

to employ.a variety of roles in his or he'r work with clients

and communities. The following are some of the roles that have
1

,

been 4entified in earlier SRER publications as appropriate for

the mental health/human service worker. These are not to be

/
),

, .

considered as separate jobs, but 'rather as rtles which any worker
p

.

ight:piay /any time, depending on theeds of the spe'cific

situation.
.

. .

Reaches out to ,detect Peoprt with problems., tco'help
them getrto existing services,'and to follow up to
make sure they continue toward their maximum rehabili-
tation. ,

s

Works together with clients in fighting for changes
in policies? rules, regulations and to provider
(better srvices.
I

141- )
/

I AssOse .client or community needs and problems whether
.'lleAcal,l' psychological, social, educational,-etc. This
.4jAcIiidps'i, formulating plans and explaining them to all
Heoncerned.

,
'

: 1

.
"," '4 I N .

li, ' ri ' 1 -

1
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Performs asapge of instryctional activities designed
pribarily to improve the functioning of individuals '

or groups.

Carries out activities. designed to change behavior,
ranging frOm coaching and 'counseling to casework,
ps'ychotherapy and hzehavio_t :therapy.

Helps to ,jet new resources for clients or local
communities."1

Works in consUltatiion with other professionals and
agencies regarding their handling of psycho-social
problems, needs and prolgrams.

Works with local community boards, committees, etc,
to assure that c mmunity development enhances the
mental health an o-cial and self-actualization, or
5t least minimizes the emotional stresses cen people..

Provides s6pportive care for persons'who need short -'
term or ongoing support of some kind (financial assiS-:
tance, day care, social support,, 24-hour care).

Performs various aspects of data handling, gathering,
analyzing, `record keeping, etc., regarding individual
clients -and local programs and needs.

Carries out various administrative _activities that are
rimarily agency-oriented rather than client- or com-
amity- oriented (keeping time records, supervising aides

volunteers, obtaining supplies, attending to a range
of agency "housekeeping" activities). .

.,--

. F. It is not like.ly that any tndivi-duaI worker will- be called

..
.-. . f

upon: to play all of these roles every day, but the' training

should prepare workers to anticipate the possibilitthat the
.

'.1,.. _ L.

are 14e1y roles and to\:have some basic 'competence in them,

Areas of Competence for Graduates -

m
,

If the major objective of the mental health/human service

Orogram,is to prepare a ,generalist at some basic level 'of com-'

petence, but not necessarily for a high level ofcOmpetence in

any particular subspecialty, it is, recommended that the program

20 3t
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define the goals for graduates in four major areas of

comOtence:

1. Knowledge'about human gt.owth,-nopal aid ab-
normal behaviw, local social systems and ,

theories of intervention.

2. Skills for intervention with individuals,
TaTITTes, groups and communities.

3. Values and Attitudes in regard to tha use of
'one's self in human service work.

4. Self awareness of one's own personality, moti-
vations, philosophies, abilities;-reaction

. .patterns, limitations, etc. . .

1

The program shoteThave a, firm didactic hase,bf academic

offerings and a considerable amount of experiential learning

and field instruction. The.graduates should develop real com-

petence in perfFrming--not-just "knowing abotft" the skills of

intervention, and-.the graduate should 'have a keen awareness of

his or her own values and personality and how they affect be-

with-clierats Amid communities rather thansimply a know-

ledge of the values he dr she "ought" to have.

Specializations in a ,Generalist Program

Th.e generalist requires a certain core-of k*owledge, ,

. and values, but beyond this there may be a desire on the part of lIP

%

certain students- or major lqca l employers to have'specific areas.

' competence.

Specializations. may be designed in various'ways. Perhaps

the three-major options avpilable to the college are: a) by

technique (i.e., added specialized courses in,such techniques

as counseling, group work or behavior therapy); b) by field or

p
21
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problem area (i.e., mental retardation, alcoholism, drug atm./Ise,
,

aging, children corrections)": c) 'by profession. The college
1,

deeds to consider th'ese options and seek the. advice of the

advisory bodrd in making its choices. In general it appopars

that specialization by field or problem areaprovidedby
. . ..

, r .:,

.

elective courses and selected field experiences, js,mdre con-
...A

sistent with the overall reralist concept and is likely to
.

. .

better meet the needs of both graduates and communities than

in specialization by techniques or profess ions.

Specialization by techdique tends to predisposethe worker

to using a 'single method, of-intervention for all clien itua-

tions rather than maintaining a more eclectic approach to the

client's needs, but there are surely some situations where

specialization by technique is des,irable at the AA leVel. For

examite, if a major local employer is an.anstitution 'for the

mentally-retarded that uses ' behavioral approach with its

residents, then the college may want to provide a/specializa-*

.

tion in behavior modification as well as, in mental rpta rdatiOn.

Student Rectuitment and Selection
,

- 1
, . --/

The mental health/human service program's statr ement,of

-objectives will determine the kinds and numbers oirstudenti.

who will be recruited and selected for
.

the program. These

'objectives will be based on the assessment of local needs for

the program. It4ill.be specific about any special groups°4to

be recruited (i.e., men, minority group persons, middle life

persons, psychiatric-aides employed in agenies, etc.); as well

. 22



as any academic, peilsonal or employment characteristics that

are sought If the local need.fs determined to be, for certain

program specialties (i.e., mental retardation, the aged, cor-
.

. rections), the students should have motivation for that' kind

of work. 'The objectives will also set forth any selecition
.) c

criteria that will be'-used.

Personal Development of Students

Another objective that is often overlooked in drawing up

\writtem.program objectives is that of 'providing mechanisms_42.

,a.ssure the student's persbnal grth,and development as a human

.
, i +s

.

gram is to evalu dents and the overall prqram at perio'dic
.o

. intervals to a sure that is progtessin planned and-that
/

-.service worker. Among the needs of students" in this are:

To facilitate, the personal growth .and development of
each student (e.g., to enable the student to examine
and evaluate his or her commitment to the field)

,

To provide opportunity for the student torealisticall
understand hisr her own potential for helping others

-whilealso recognizing and_accepting his,own'Aimitati ns

To provide professional identification for the students
W.

To meet these' objectives the program might provide TegUlar

individual counseling of all students, sensitivity4tipe seininars

on a regular basis, special events ,program for students' such as

volunteer programs in state-institutions arid opportunitiiestto
.

'p'articipate in professional affairs at local, Istate n regionaT
t,

leVelse /

Another objective of the 1 Ilealth/human service pro-
.

Evaluation of Students/

-11.
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apttopriate changes, are, made in response to the changing

circumstances of need, den-tap-MP technology, financing, etc.

OTHER OBJECTIVE'S OF THE MENTAL HEALTH/HUMAN SERVICE PROGRAM

In aadition to the primary objectives rel*ted to the kin4

and,numbers of graduates to be produced; there ate other ob-

jectives of a mental health/human service program that must

ladik described and plpned fOr in the program. Among these

are:
.

u

,
#

Job Development -
Ill

,

Mental health/human service`-programs _hive been developed
.

on, the assumption that the workers are needed and jobs will be

available. Hol.Aer, the'collee programs cannot take this for

granted, but must take- the responsibility for developing and

proMoting job and career opPortunities\ in the agehcie-s of the

-:-.:

state and local communities.
.1;

,,.. . 0,_

The pro-grams may assist graduates initheir -job search by
, . . .

, ,-i

including. p4tice ill job interviewing in preparing' a cu4.- -44,

\%...:L / I

.
riculum vitae. Personnel .of icerSrqoeogyagencie,s,41* b.adr "invited

fo the 'classroom to describe ob oppeltinities and howy to apply.'
..

, A
The programs

i
can also,survey employing agencies to learn how

-.
,

..

.. , ,

the graduates arelkOing add to get_suggestions for warg in

which the colileege program' might be. improved. '

.

.._
4

1
Community Acceptance---Public and Profesq' ional

Mb

One of the objectives of a mental health/lipman service .

program will be to improve ,community acceptance and unders4and-
,

ing _of the ram and of the workers in general- ThiS is

24
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, necessary to assure the proper utilization cif worker
.

to mir.limize the ,conflicts within the professional comm Unity .,

regarding the role of the Workers...

---1 a
. General ao-ceptance. The trogramzd the graduates

can be ptomoted in the linitial de 'W/,' opmnt stages
through the survey of n.eeds in .the community and
through the appointment and use of a broadly repre,- --

sentative advisory committee of agenc persons , pro-
- essionals 'and advocacy group menthe s. Such a corn - * ,

'ttee- should be actiareIy cultiva, a/and maintained
ti-C' 3 ox 4 meetings a' year-ko r lect 'changing

community needs and to feed b a imformatoon about
the;ptogress ,6f- the program. rograms should be,
modifiee in reslpons-e to Itheir advice, A, _

w.r .
p- Generalpublic understanding. Another 513jecatibe of t'''2

the prOgram is '.to" develop gdkie4,a1 public understand
ing of `the proigrams and aoceptance of its graduates
This may lie done through radio, television, newspaP
and speeches or presentations* at publicineetings o ,1
mental heaLth associations, local-4444h s.chools etc,.
Recruiting 1rogr, ams can ofx:en .be tied tti.progr.ants no.-

-. public 'education 'about the program and what the gra
, ate do.

-.4 4 . 4 ' ' P ..0r-, , . 4. ' a .
4

l!t

Profession4.1 acceptanCe. A criticat. objective to
obtain atceakance and uncreistanding withifi the prom-.
-fessional cTinniunity itself ., The concepy of middle
level workers i new- to most igf thepyofessions, nd`
the concept of the generalist may be threatening to,
some.' The problems of- misulAdistanding and conflict

41m t be .aealt with, and the professionals helped to -
\frit illiderstand ,that the new workers are not taking over

their WQrk , b,ut are simply. extenAng their expert
:t.Q- more 614ents and faailies. The, professionals;free4',.
to understand' how they'uf an best use 'the workers to
accomplish this goal. This involves new.responsibi,-,,
lfties /and role relati.onship for the pr9Lfiessonals.
Greater professional aceeptaNce will lead-, to more

4 jobs, for graduates. The mental health/human service,
-program can achieve thig ,professional un-dexstandin,g
through_ workSIpps , articles in journas.; presenta-
tions at meetings of professional -associations and
at profess.ionl_schools;

- 110.1
(

;."-z

.
0
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*Community Services

-

,

An bb'ectiv of the program may be to provide certainain

community '-ser 14s. S'Ome colleges have a., strong Aarientation

tq this kin of ork; -if not, ,itama be desirable to 'establi.0

''Suc relstionShips. Among the possible community service .
.

activities are": fai

I

,

Staff development for local agencies. The mental
ealth/human service, program of the oammunIktY col
lege may find' it adVantageods to provide in-service ./.'

ducation for local mental' health D r humanservice
agencies. This helps the ,loCal agencies, provides
funding fOr. the college and--StrengtheriS credibility

. .
.

all arfoOd. 411,:i .

$ \ 7.
t Continuing educatio r gftuates and otherrl pro-

fessionals. TXese m be short-term programs it
'topics ''such as' b'ehaVior modification of group

.
-

therapy.
. .

. , .

. Participation in local mentaIthealth and hulian. set- -

vi-ces committees, boards-, tislt.. forces. The college f
program can help in plaoaing, ptograni development:
-and a-dministfatiOft. , this gives the .o.ollege pijst,grui .

i,

t;visibility, help's develop jobs and helps the Coin-
m

,

unity.
.#

!

,.
1...

°

r

.

---

- All of'these require time c fitments from
0
the :facUlty

:;-::-,4 " , ,k

,

-,, _ --4_ --;6e college, And thus sfi-ould be d aped as program objectyes
-;.,-,, -.4.-..1.4.,- -A---.''I

4 '''.
. . -7--- d * 4 ''

, .

'i'-`-- so- that everyone unders"tandsthe, necessity' of budgeting filll 40

-- and time for these activities. '

. * 1
'Linkages- to- Hi'gher Education , '

"`.)

. .

,` Anipther. objective i5 to est litsh linkage. to-the rest of.
.. .

. . -z,

thev college' and to the senior- in titus.tiens and boards of highei-

.

'ikeducation so that the students a 4 graiduates receive appropriate
... 4 -

.
..E. .

...! ;../,,

credit and ,so that they can transfer tb senior institutions if ----

4
,.

,

V*,

.
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.411/

is

they choose to continue their education.--G-raduates, should be

able to transfer all or most,of their credit? and not have to
m .411

repeat courses in which they:have already achieved competence.

This will require explanation and documentation of the non-

traditional,learninglexperierices (i.e., practicum, field train-

ing) provided in.the AA program.

LEI the case *of local colleges, it will be necessary to

develop a pattern of hdurs;clas es, courses, etc., which is

.acceptable to the college fort Associate degree. Some of

this will require negotiation with curriculum committees, deans,

etc., especially for modules whi i students need, but which do

not require fii courses.

The mental health/human ser
411

ce program should also nego-

ate .with other academic departments o-f the college to assure

thatfstvdentslWre.being'offered the full range4f knowledge and

skills that is required folpth core of competence. For instance,

some gerieval psychology courses ire strongly oriented to animal

and experimental psychology, and offer little abbot human develop-

ment or abnormal psychology. If the psychology department is

not willing to 1(each.these conceptsein general psychology, the

mentalhealth/hu an service program will have to teach them in

one of-its courses. It is not sufficient to simply require

ir'stUderlts to take courses from other 'departments without knowing

exactly what is t,vi,ght in those courses and how they fit into

the oyerall_curriculum for mental healthhuman service students.

27
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Faculty Development

Still another objective of he mental health/human service

program will, be to develop 'a faculty for the program. This

will include recruitment and selection.pxocedures, faculty

. -orientation and continuing development as teachers. Most pro-

grams strive to have a multi-disciplinary faculty of experienced

practitioners. However, relatively few practitioners are. knor-

ledgeable about the value system of the community college, about

the generalist conitPti about curriculuM development, about

teaching methodologies or student evaluation. The program

should plan to have orientation materials and sessions ail

should plan, to send,faculty.to national' or regional faculty

development conferences.4 .7
r

4,-,
,

t

Provisionshould be-made fpr orientation and. supervision
1 .

.

.
.% !

of field- insti-uctors frdlillocal 'agencies. Funds and'time _

should be allocated to,tiresprogram for these iurposes.
94,

111

OVERALL PROGRAMHWEdIV4ESSEFFICIENCY

The.programivill need, to obtain'thelknecessary:resources
'r

to operate4e program effelivelyibind efficiently:,,This'

has at least three elyients:
,

g resources. By esoUrces we mean funds,
facelif es, ulq, equipment, etc. The most dif-
ficult t come by is funding. Some pro'grams operate

,

entirel g;eular coi ilege ncome sourdes while
ave sought and obtained extra funding

roug grants, federal agwicies or contracts with
s tie d focal agencies! 'These ottitside"funds are /

usually for specific purposes, but they do expand
and enhance the pro,gram. Thg program director and
staff will be responsibke fol writing and negotiating
grants and contracts anollovefeeing theIrroper expend-

4111 itures of Ow funds.

"!



ThisThis als involves negotiating funds for equip7-..
facilities, part-time faculty, etc.

Effective operations. This involves establish-
ing objectives, procedures and schedules; re-
cruiting staff and students; `providing field,
experiences; planning the curriculum and im-
plementing it; monitoring progress and problems;
and evaluating the program to assure that it'is
producing high quality mental health/human ser-
vice wdtkers who are being employed successfully..

Efficient operations. Thisinvolves attention
to the costs of*the program. The program must
assure that the costs per student, per gtaduate,
pettredlt hour, are within reason according to
college itandards. This also involves efficient

ft .use of donated .time of field instructors, part-
time faculty, and facilities shared with other
departments. -ft requires the program to identify
Odtts attributable to community service work, ,de-
veloping community understanding,-student recruit-
ment and selection, separate from instructional
costs. This step requires documentation of ac--
tivities,, time and money expenditures, so that'
appropriate program changes can be made to reduce
costs when necessary.

29
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Struc And Organization
r.

Thb.mental.' hplalth/human sex111.i.t program is viewed in; this

ion° as Ti
..

two major levels of organizational relation-

Shl s: the iilltraorgailazational relationships within the college

and inaprorganizational relationships outside the college.

The structure and organization at both' levels reflect
,

e compromises among numerous alternatives. The intention here

is to consider' differnt arrangements.with respect to conse-

quences for employability and development of professional

recognition for graduates.

INTRAOZANIATIONAL

The internal structure of the program may

staffing, cu'rriculumrand student components.

.Staffing
4

e divided into

1

S.taffing includes.both administrative leadership and

the faculty'of-the'program.

Administrative leadership. A program administrator

may be,a director with full-time' administrative%responsibl-

lities- to the prograM, or-a coordinator who carries both
,

I %
administrative and teaching responsibilities elsewhere in

31 4 6
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the college. Administrative functions vary according to the

college's expectations. When-there is a director, the program

benefits id status and in the amount of time that can be devoted

to administrative functions."

416-

administrative assistant. or a, field placement coordinator.- Ax

administrative assistant provide's supportive functions fora
4

director or coordillator, particularly in the area of public

information and 'job development. Adjunct admi.nistrl'ative staff

can free the director's time to improve the quality of training;

to increase program visibility, and to establ.ish.job prospects

for the graduates. In some programs this position is filled

'Part of the administrative duties may be allocated to an

by a student of the program as part of his' 'field placement, or

by -a graduate of the program or by a. graduate student from a

local university.

In larger programs, a field placement coordinator assumes

responsibility for the developTent and coordination of field -

placement arrangements. Field coordinators may also carry

supervisory responsibilities fN- a block of students within a

specific agency....,

Faculty. Faculty may have appointments solely for

teaching positions in the program; they may carry joint .leaching

and administrative assignments; they may have joint appointments

within the progrA and in another academic department of the

college.' Joint appointments have the potential for facilitat-

ing coAmunication with other departments-and permitting greater

input of coupe content from related disciplines.

32
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The faculty of the mental health/humandservice program

are usually practitiobers from the established professions.

Recently some mental health worker graduates have been added.

Facuitylio classroom Teaching, student counseling and often'

some of the field instruction, so their teaching obligations

are often greater than those of otAr college faculty who have

only classroom assigndents. Often part-time faculty are used

6 to provide more variety of professions on the faculty.

Curriculum Issues-

The basit reasonifor establishing associate degree pro-
f&

grams in mental health at the two-year level was to prepare

practitioners for mental health and human service agencies:

Thus, there are stroxg reasons for making tIlese programs career

pi9gramswith a stroneorientati.on to skili competencies. If

this kind of a pfogram is well designed and well taught, most

graduates who later decide to ,continue their education will

find that most "cl their credits will transfer, although there

may be some loss Of credits. IC.ihe only purpose of the pro-

gram is to assure transferability of'all credits,,'it might be

better- to conside sr a traditional general studies program. Trans-
-

fer 'programs include a high proportion of general college courses

and tend to turn out persons with fewer skills and therefo e

graduates who are less employable, although they may be in a

better, T
)

osition, to continue their education.

The career /.transfer issue also re aces to course coding;

that is, whether a specifit course will be listed as a menta

N 33
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health/human service course or a psychology, sociology, or

'other departmeAtal offeringr.courses titled with mental

health/hUman service%names tend tp foster professional

identity. There'i,s usually a greater degree of control over

what is taught and how-it is presented,, particularly with

respect to skill training. However; course credit's transfer

more easily when courses are coded according to tradition-
.

ally accepted disciplines.

Degree and certificate. The degree offered, A.S. or A.A.,

does not appear to affect employability or transferabili y. A

'certificate may be awarded to students who have comple ed a'

core curriculum of.skills and knowledge, but who have not com-

pleted the academiC requireinents for a degree.' This is parti-

cularly appropriate if the program is linked to the staff

development program of an operating agency.

Field placement. The field pkacetnent is an essential part

of the student's learning experience. Considerable variation

exists among programs in ',the total number of placement hours

requirdd, the number or variety of placements required and the

-. point in training at which the student first esters field-

placement. There is a direct correlation between the number

of hours a student spends in placement and the extent of com

pete4cy attained. The issues are explored in Chapter, 8.

Time models. The traditional academic institution r

an a semester- or trimester schedule with courses schedul

one or more regular weekly time slots. Many community colleges
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operate bn.a quarter system. Within the schedule, it is

desirable to have flexible offerings of day and evening

classes in order' to accommodate sty,Aent who may. have job

and family responsibilities and field placement commitments.

The traditional academic schedule-is often not the most

desirable arrangement for teaching mental health/human service

sk;11s. Learning module-S- may be organized around specific

skills to be mastered. These may be most effectively taught

in a concentrated weekend worksh/op, or in-a limited number of

weeks, or in various other types of time arrangements depend-

ing-an the specific skills. being taught. Flexibility, to the

extent possible within the framework of the institution:will

. help maximize learning.

Time models are influenced, by the philosOlks of the -

program. These philosophiv (whether a generalist or a

specialist, whether didactic or experiential, whether a career.

program or a transfer program) have serious consequences for

choices of time :models,. Philosophies should be explicit.

Student Components

Actual size of the:Student body in .the mental health/

human service program seems to be less important than the,

faculty/student ratio and availability of suitable field

'placements. A program also needs to consider the potential

job market and the number of other training piograms in the

same geographic area.

r
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Part-time vs. full-timevtudents. A program restricted

to f41-time students assur s a high level of student involve-
,

ment, helps establish a professional role definition, allows

for a more even integration of knowledge and skills, permits

a greater number of hours in placement, facilitates the use

9

of flexible time modules, and assures that the students are

all at approximately the same place in learning. For the

faculty it greatly facilitates management problems; for the

student it maximizes learning.

The g disadvantage isto students who would be ex-

.
cluded from the \program because of family or job zesponsibi-

lities. And a number of excellent students fall into this

A

category. There is a need to work- out alternative me

mOdules to accommodate both needs.

Admission criteria. Rigid selection criteria are often
..

considered(incompatible with the community college concept.

But where colleges do not have selective admissions criteria,

drop-out rates may run as high as SO percent. In open admis-

sions p!ograms other structures may be built into the program

such as:

Examination of prior experience, paid 4r volunteer

Satisfactory completion of specific course require-.

ments.prior to,entering field placement,.

Orientation sessions for prospective students to
clarify tasks. and goals of the curriculum

Interviews with individual students pridr to

registration

Clearly specified criteria for continuing in the .

'curriculum 110
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Selective admissions procedu es, on t ,ether

"raise ,thorny questions-of evaluatio'h of potenAial ccessful

candidates. Interviews; recommendations tes-0.21 :Procedures,
, 4,

to measure empathy,` maturity and Ability to do the Work all

have limitations, although they giVe some Additionl4data upon

which to. evaluate.

Involvement of students and graduates. InvolvemMt of

Istudents in the .program is important. to assure that the pro-

gram is meeting their needs. This can be a plished through

student representation on the advisory committee and through
Rm.

student participation, in other decision-making structures, with-

in the college. Students should be represented- at department

meetings. Some programs have "retreats" for both students and

faculty to better assess student needs and to invite student

participation in planning the program.

PLACEMENT OF THE PROGRAM WITHIN THE 3NSTITUTION

Mental healthihuman service programs are located in a

variety of places within community colleges, or in colfeges

and universities.

5 P ograms housed in community colleges may be more
N..

responsive to changing community needs because of the ar-

ticular mandates,of the college. Two -year programs within

a 4-year college or university may be overwhelmeh by the
-

seOor programs. The advantageS Of locating ;program within
. .

a 4-year college or university are greater, ifesources (staff,

`libray, faculty in specialized related areas) pbssible

37' 52
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reduction in loss of transfei credits and potentially greater

status and professiohal acceptance Of the program and its

gradUate
ti

Divis h of Allied Health Programs

One
#1#

possible advantage is an increase in funds available

for health programs Qlso there are Often more scholarships

and monies available or'students.within the health programs.

Sometimes there are special job opportunities as a result off`

this association. A possible drawback is the tendency for the

program to be dominated by the bio-medical model which may be
/

imposed by administration.

Division of Social Sciences

e students a-re likely to be exposed to faculty members

of various professions producing more of a multi-disciplinary

1/4

program. Also there appears to be a greater likelihood that

cOprses will transfer to four-year colleges and universities

whiCh view the social sciences as mor academically oriented

in this environment.
S

Division of Occupational Programs

The program is likely tobe more skill-oriented and to

have more formaliied arrangements with agencies.fOr

in& and job placement. There may also be less creativity

and personal' growth opportunities within the'program.

38
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Directly'under the Deaniof the College

.

An obvious advantage is a reduction in burAticracy ind

--

a direct access.to administration. Such am'arrangement,4ay
or-

."-- facilitate development of a geneialist approachHowever, In

"shoestring budgeting" departments. there is a ris-k-of isola-

tion-from.the rest of the college.

Within Another Department

The orientation" to a particular discipline epsychology,

sociology, counseling) rwbuld tend to influence the focus of-
.

the program. In addition, the budget allotment lopr the men-

Val health /human service program may be,smallerfbecause it

be shared with the budget of the parent departmelit.

Regardless-of where the program is located within the

, ,college, it is important to establish and maintain communi-

.1\

p ., * ,

cations with other dep4rtments and suppor ervice in order-
_

. . . .

to share information and resourceq. For example, report wrltirigA . , .

taught by the English department may be correlated with rele-

vant skills in the-human services department. Audiovisual
IIP

*w. ,

.
,

2

, -
.

resources;` and guest'lecturers may be shared with social science
. .

or occupational programs, particularly where a single depart-
. - ..

.

ment-budgetlimits purchase df audiovisual materials. COMmuni-
,

A

I

cation on student progress in-qther courses facilitates fridivi- iv-
,

.

dualizedjJaAming.
.

.

:

Communi,Mtions between'the mental, health /human service

progTam and the rest of-te. college may 'be

a 4w
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or

*% . .a re res2ntation, ther departments on the infrntal healthr
. , -.,_,,j -

,

h an service ad isory commitdteel thrbugh attendance Of
. s V 14'

en
d. ......tal heal staff

. . I ,
th/humari service f at meetings of other de-

,

partme ntS, and through shared written' cdtmunications
4

,

INTERORGAN I ZATION

4-The interface of the \college and the community ha for-.
4

mal and 1 linkages. Advisor); committees cpnstitute

on
et fornial Another is to Vld placement agencies.

tab 'lloth' of ,these linkages are" discussed elsewhere in this pub,

lication.
/ . ..

The corfe-ge shehild be concerned about some form of recog:

i
, . .ntion for field, supervisors. Some- alternatives 4r accompl" ,"1p,

,

. 0
4.

. ing this would, be:' faculty appciiitment, either honorary or
.

with, acidemic rank; salai4 arrangements; certificates of
. , , .

. .re, cognition' tf service ;, listing-in the college catalog._,To

further increase the formal -1.nk between agencies and pro-

,grams, faculty may provide consultant services it 0afencies or s
.

the program and college say,, provide educational services to .

,

* ,
. , _

..
. /

'the ,agency. in the fOrm of 'Arkshops ; seminars and in-service..
k.. .

C.
,

-courses . ,,, , 4.

The mental health/I:Oman service progranvmay develop '
, r ,Jther qucat-ional linkages . within, the broadef community;

, N...

These may include proViding continuing education for hunkan
. ... ' .r

- ,

. . .service graduates, providing continuing 4pclucation courses
rA,

o:f sOinars for other human servi'CeSilerSo d assisting ,

.# r
in..sta f development 'programs to human servi e a"gencies. of the

. .
.,. .

V
'

.* 1 b 40 ,..5.',j
i -4* . Ilk

oommunity., ,

.
.

e -, qt
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-Relation5hilis at State, Regional andAational Levels

Tbe'interorganilat, ional network beuncolkimpcommuni.ty exists

a
-

at state levels, at i;egioftal.levtls and at 'the national 1,evel.

With*n a state there is need for planning the

pumbet and distribution
.

of training-programs..Thiv.job market:,

4
is highly dependent onocity, county.and s'tate merit systems.

Program directors from several schools within a state c,in,work

together to ish conillits with meritsystems.to esii.a0ish
..-,

o
- I

,i.

1
Statewide coordination of program actiAties,Such as

job.developmellt, field placements and,exchange or resources

0 ,
*

may be done through informal organization of program directors
.,

, .. sp.,

fromthe various colleges.. In some states this coordination*

proper job -descriWtidtis and classifications.

has been initiated by an agency of state government. This kas*
4

the advantage, of having a direct line'oflkommunication with
/

state goyernment. However, coordination Nhichis initiate&

by the colleges has the advantage of freedom f action in 1,3orkir-

ing-with ail agencies .o£ .the state.

. State governments -affect program structure by influencing

' 3 job opportunities. -Even though local agencies may be reasly, to

hite,graduates', their job slots are of ten funded by fhe'state.

State government influence on the program may also be, felt in

' ).tbe area4 licensure requirements. It Llaortant therefore

talikestablish liaison with §..tate hipan service agencies and pro-

fessional-organizations.

,
e
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- Regional. At the regional level graduates move from state

to ,Mate. Reciprocity among the states calls for similar cdr-
.

ricula' to facilitate t1i.is movement. TheSe similarities are

he,sachieved through a regional organizat -ion of f.aculty and

program directors to provide for h ring resources and solving

problems. In addition there is an i crease in professional
1

status and visibility aS a result of being a part of.a regional

structure.
1

Nation411. At the n nal level, sarticUlation is needed

e

with a variety of federal agencies, sipce,the Vera]: govern-'

ment establiShes job specifications for various agencies and
. .

programs. Currently federal job specifications apply primarily

to the Veterans Admihistration and the military` services, but

federal standards_ often apply to otAr programs (i.e., health

r.----aptenance organizations, drug and alcohol programs, develop-
,

mena-3, 4sabiliti,estiprogrgMs, etc.) which are funded with

federal funds.

It is als.o'desirble to establish a link with. national

professional associations in order to V:ide professional

visibility for mental health/human service graduates. One

example was the Vail Conference of the Ame'rican Psychological

Association which included a task force related to undergraduate

education at the, BA and AA leivel. This confei4nce.began to

place the 2-year graduates in the profession's.eye.

Pit
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Reciuitinf And
Orienting F u
Before recruiting any faculty thc,ollege must have some

definition of the kind of program that.is to be established

,its objectives, its size, its reiaionship to local igencies,A

etc. It iS'e.'ssential that potential faculty be committed to

the idea of preparing a practitioner with marketable sk-ills

and to the .concept of a generalist worker. This mplies that

more than one professional_discipline should be represdnted

if possible. .

This objectiyefurther implies that the faculty pers'ons

for the mental health/humari service program courses should be

experienced practitiOners who have, had actual experiencel in

the kinds of settirts,for which the students 'of the program

11are beiaag prepare4.

'The-size of the student body will influence the'ntimber

of faculty persons to be employed_ The faculty/student

ratio varies considerably, but a ratio of less than 1:10 is

indefensible in cost Ofectiveness, and a ratio of over 1:20

pro,viaes too little attention to individual student needs to

assure a qqality ptogram for all students.

43 ,..,
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Iri'any case, :a mental health/human'service program must

have a core of full-time faculty--ingluding-Ja full-time director.
t

It is dif=ficult to conceive of e situaqon in.which an adequate

program could,be run with only,a pa tItime faculty person assigned

to the gram. There are &imply, oo many responsibilities in '

recruiting and selecting students, student counseling, develop-
/

curriculum, establishihg and monitoring community relations,

and in developing and supervising field experiences for this

tobe a paIt -time comMitme,nt,

The extent of faculty responsibilities will a.?o influence

7
the 'number needed. Among th issueehere are:'

What is the normal teaching load for the
institution?

Will the mental FT:214h faculty of the college
supe'rvise the instruction or will this
be done by agency s.ta superviSors',?

Will the mentaltealth faculty teach courses.
other than mental health/human sefvide courses?

'Will the4faculty be expected to do other com-'
munity 'service work (i.e., help in local agency
staff development programs) as part of their
duties? N. \

hill part-time faculty be used to increase the
practice orientation?

..
Administrative constraints such 'aS union contract

requirements or celle,ge policy' may influence the number

of faculty needed. " IP

4).

Available fundinig will also ifif;uerice the number of

paid faculty. 'Special grants will enable the program to

enrich its faculty beyond what crbe expected -i'rom the

college's regular resources.

44
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L-TIME VS. PART-T IE F cut, X
rt

,Certainly a minimum4umber of facult' (at least the

..
program director) "should be full tAle. It is ciksirable that

most of'tbe mental health/human service Acuity be -full time.

However, in all programs,-especially in very small programs,
AIN

there are certain advantages to using part -time, faculty as

well as full-time ,facultr.,

There can be a wider range of professional
disciplines involved in the prograT-

/

More variety of viewpoints and ex ences
can be built into the program:

Part-time faculty can teach specialty courses
and develop new content areas. '

tr.

Perrt-time persons can be evaluated foi whether
they have, potential to be recruited to full-time
teaching: ,

art-time faculty in the mental health/human
service program may also spend part time-in.
other college programs; (lie., nursing, correc-
tions) and thus bring, programs closer together.

Part time fjulty w1 are also 'agency practitioners
bring current perspectives on practice issues and .'
active practitioner models to the'cla'ssroom,

N oo.
o

. part -time faculty should be'as'cGmmitied to the gOneral-

ist practitioner concept as are ful
li
-time' faculty. Theyy c,

474

also be fully- committed to their teaching and student advise-
. .,

,

.

,:'ffient respttlsibilities.
s. . ,

)+, ,

It may he-"Kssible to recruit professionals (psychia-
. .

. . .

ttists-, agencyadNinistrators)
4

at fib extra cost 4s Occasional
4

resource persons in the program. These persons enricithe

program an learn'something,about the college ,arid the mental
#

...

IN .
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health/human service program by serving as Special con-.

Asultant /'

r

WHAT DISCIPLINES TO REG.RUI?

' ',The professions represented on the faculties of mental
2

,

-health/human service ;programs ,include social work, psychology,

counseling and Iguidanif, nursing and mental health technology.

/There are also a few psxchlatrists, clergymen and special. )

educatdon teachers butthese are*41most always parlt-time

411

I

f ulty: There is no _re on to favor one profession over 4

Another. Amongthe issuos.are:

Faculty should be experienced practitioners' in one
of the helping professions.

--Fa*cuity. sKoulod have an understanding and-commitment
z to the generalist concept. Sometimes.faculty persons
need help to get over their narrow professional orien-
tations and to work .together as a mental health faculty%

Faculty should have an interest and comptence in t ch-

ing, curriculum development, etc.

Faculty should be people who are comfjortabYe wjth'new
ideas,, concepts, changing trends in the field; etc.,
and strongly inclined to keep up with new ideas or
innovations in practice and teaching methods.

Graduates from, the mental helilthihuman service program
should be considered for.fAculty positionS in order to
better establish the "new worker" approach and role
model rather thanthe standard disciplinary approach
of other professions.

,

Faculty should have congenial attitude toward the
uniqueness Cf students of community colleges.

The notion of'a multi-disciplinary, faculty is an attractive

one, but it is.essential -to be sure that the faculty is working

together toward the, same philosophies and goals rather than

"46
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Bach faculty person "doing his'own thing" at the expense of
11110,-

the program.

4,_
ADMINISTRATIVE LEADERSHIP

me l hThe a ealth/human service program needs sound

1f

administrative direction for the many aspects of program
)1.

development and management that are req40ui0red. These include

setting program-philosophies and objectives, developing cur-
.

4-

,

riculum, setting policies for student -ecruitment and'selection,

develoPiNg policies for faculty 'recruitment and orientalion, g.

developing fi4,1d placements, workingowith agenciel'to ilewelop

apAropria4program inputs and program evaluation. These are

discussed further in Chapter.12. The director'shOld be a_

person with demonstrated organi:zatibnal and adMin6trative

ability; he must be able to work not only with the. administra-

tion of the college and with the faculty, but also with ,the

staffs of local acid state age-hcies, professional, group

4 -
advisory committees, etc.

SOURCES OF RECRUITMENT

per-

sons.

are many sources 'of recruitment-for faculty per-

sons. -Perhaps local sources are.the most prbmisilag.since
. .

they areversons who know the immetiate culture end. political
4

sitkotton. Recruitmentifrom local sources also provides an

opportunity to let the local agencies and organizations know

about the college and its programs. Some of them are:

I'Local mental hefl.th and social service agencies

Nearby pro.fessional schoelS (social-work, psychology,
nursing, counseling, etc4

4r
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Loc-al and nat ional professional organizations such'

as the National Association of 6ocial Workers,
American Psychological Association, Council on-
Social WotkEducation

Abbanks (i.e., mentalealth associations)
Y.

Local minority group organizations

Part-time instructors who have.done well

A ,Other facult)4. members in other departments pf
the College 7'

Alumni of the program

Any other personal contacts

4.

Professionals should not be hired primarily for public

relations purposes- -they should-be top-notch teachers. It is

desirable to make the appointments attraCtivE both in faculty

status and d-in salaries. Nlif

SELECTION PROCEDURES

The actual selection process, should be as objec tive as

.4
,possible so that everyone knows what to expect. It is also

important tha *tten records be tept in case .thep are

challenges to the decisions. Amon

are:

e _issues to consider

A faculty persomielcommittee. Su a committee
will be made up. of representative?of the faculty,
if-not all of the faculty. They will establish
the Procedures for` selection of candidates and
will recommend other facultypersonneF policies a.

within the 'limits of 'overall college policy.

External constraints. There are many constraints
that a personnel committee must consider:

%
Affirmative action programs. There are
uncertainties ere but attention must

.be given to m orities, women, the handi-
capaid, etc.

4P .

,
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Re`alities'15f financing.
!grants, etc.)

gets, available

slrecial intere4t groups in the community,

'11

that the progra must serve (mentally re-
tarded, drug ab ers, the deaf, etc.)

.

Externati4ccreditation,requiTements'that
...

place resifictipns.cm the kinds of faculty
thdtrmust be employed in order to maintain
program accreditation

*

Examination of credentials

,Academic backgiound and wdOR experience

'References' (call where possible, but' also _

have letters in,file)-
1

.

Writings .and 'rese,arch .
.r

Personal interviews are essential_ These provide
an opportunity f,pr the faculty to evaluate the candi-
dates and for toTtcandidates-to learn about the pro-

'gram and job expectations. The candidates. should be
given a complete understanding about the position.
It is well to be wary of the person who Is'looking
for just any job, b-t4 who is not really committed Co
teaching mental health/human service courses.

. t .

Evaluation of personal .clualities. It is important to.
evaluate the candidate's life experiences, his or her
attitudes toward students, ability to workwith.other

/tacuity members, his or her leadership activities in
the past, creativity, and the potential role het, or she
will provide for 'students.

ORIENTATION OF FACULTY

Most community colleges have little formal orientation

for new faculty. members beyond faculty handbboks and perhaps

a few brief general sessions. Faculty orientation and develop-

ment become a particula.rly significant need in the case of

mentaloilealth/human service members since faculty are usually .

persons seining to the college from the fLeld of practice with .

no particular-skills in curriculum 1evelopment or teaching and

4 4964



with no orientation' to the value systems .of the community

college. :Some of the points to aid in this process are: )( .

"Re

Early hiring. This provides time for the
faculty member to review program documents,
participate in faculty conferences (especially
in curriculum development conferences), review
literature about mental-health/human service
.practices, view the SREB videotapes, etc.

'artivipation in regional or national faculty
development conferences. These conferenceve
new faculty members an early orientation to the
entire mental health/ uman service movement and
to teaching and eva ation meithodologies.

Assistaiice from es/tablished faculty. 'The new
,faculty member should be light-loaded and given
joint curriculum development and teaching responsi-
bility' with an establishA fatulty member if at all
possible. The,new faculty person should also be
given adequate time to prepare courses and teach-
ing materials.

Areas of orientation need. Among the areas of
needed orientation for new faculty members are:

The values, policies and procedures of the
college

The philosophies, responsibilities and pro-
. cedures of the mental health/human service
department and its curriculum

A variety of teaching methodologies--es cially
for experiential learning

Techniques for evaluating students
,

4 Responsibility for participatiOn irvcommunity
and professional affairs

Responsibilities for continuing professional
development (i.e.; advanced degrees or profes-
sional certification)

Many of these items could be covered in a mental health/

human.senrice handbook that all new faculty persons would be

expe ed to read. A handbook might be especially hpful for

50



orientatiOn.Of"Dart'-time faCulty and field instructors:1114st

r-of whom .are unlikely to be able to attend overall. faculty

Orientation sessions because of other job commitments.

EVALUATION' OF FACULTY

The mental health/human service program should establish

faculty evaluation procedures that are,defined and applied

regularly. There are .several possible approaches' that might

be used for faculty evaluation:

By supervisors in the department

By collea -fellow faculty

By students

By the calege of administration

p

Criteria

Effectiveness of teaching should be most important

Faculty participation and leadership

Fubli'cations and research

Community service

Itility to collabortite with peers

.._ ICommitment -co work

In some programs, the department director and teacher
. , ,

hold monthly evaluation sessions. Caref41:documentation of

performance on a monthly basis is
,
critical:

I,

t
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Recruiting And
Seleding Students s
One of the significant tasksof,the mental health/human ser-

vice. program is hd recrtAtMent and stlection of stedents.

In the origipal assessment of the need for the establishment

of a mental health/human service program there should have

,.been information about the kinds of 'workers the community

heedt arid potential sources of students who bight fulfill the

needs. This would.include.recent high schbof\_graduates,

minority persons, middle life persons, the economically

handicapped, underemployed ,and,unemployed persons, recently
,

discharged servicemen, attendantS and aides already employed

agenciesin local mental health or human service g and volun-
,

Ateer

A The overall program objectives should specify how many-

'stud nts are to be enrolled And which group of po,ential

stud nts are it be especially recruited Cd.e., men, minority

group persons,, already employed aides or attendants) to meet

the eeds of the CcImmunity.
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ADMINISTRATIVE NEEDS FOR REUUTTMENT

'The college should provide for a recruitment eechanigM

in ,the program and provide time'and-staff to do the. job. AMOng

the Specific 46eds in the recruitment process are:

Qualified faculty persons with personal warith,
-knowledge abbUt the.program and enthusiasm for
it, and secretarial h4lp to assist with corres-
pondence and telephoning

A.budget for recruiting purposes -- travel,
of.brochures:?.pastage

Time to devAte t4Aplanned-recruitment

Literature about ctreers and job' opportunities
-appropriate,to the. specific populations to be

recruited

The college may have a-recruiting 4fi-ce that can .be

real assistanceL but there are some recruiting activities that

S

,1 4

can be better done by the staff of the mental health/human ser-

vice program itself. These activities would be making presen-

lations about the program and working with loca' mentarhe%lth.

agencies to negotiate arrangements for aideS o'iattendants of

these agtficies to become students iA the program.` This kind

of Iinkage'can provide a most Useful recruiting device for the

college and, also assist the agency in its staff development:.

' RECRUITMENT PROCEDURES

The first step. is to set. up a student recruitment .process

' .

t,

in conjunction with both the Office of Student Affairs anathe

advisoxy committee. This will help draw the )rinds of students.

#
that are needed and provide program stability.' At the same

0
:pp

.
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e A:l. pers
spnal

cor6tacts are not' possible, official, letters and bi4 *-

chures orliterature should be sen .4ettipg the agencies know

. ts. of the progr tft and in ting inquiries. .TheSe may nee& to be

repeated every eaTor so because of personnel turnoVer. Also,
t

.
,

orrespondence ol,thqs kind tends to 15e removed from the files
4i'

fter several Months.

IM

.417

.,
,..

. 41
tiffie a'"key recruiter" should be Selected-- a0(rsqn who has

. .
,

, .....

. 4,.

.

...a warm personality and'who7can provide. an appropriate -role

-

t.inodel'oemental!teaIth Workers. Otheq. -on the 're'cruiting /
0 .

''''

,e,

team might be faculty fleibersi, counselors, enrolled studen..to'ft
. '*1:,

and. graduates of the ptogram. ',

0 Anq,arly stepas the potential source

s/udents dtrAptablisfiing.relationships Allh key persoils:

-oF7there. These sources' Might include:
.

DO

LoCal.high Schools
,

Local mental health agencies
4

Centers -for veterans or armed services personnel

.11
Neighborhood youth gr,oups

Churches Or
4

Employment.services

Women'scenterS- t
Vocational rehatilitation ageAcies

Civil rights,grovs

AFDC and WIN ofticesAi

1OD

-A4

These contacts are best made in person: Howeverowhen

r
55
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An 4 i c ive, attention-getting broch that is truly

. / descriptive of the. program is almost a .necesity to -recruit-

ment efforts._ It'should list the prograMphilosophy, alOrrent
.

cd/Aulum, admission .requiremehtS aneopportUmities'for
00'

financial aid. It will also' be' we, to 'include information

about job oppertunities,salaries'and career patterns; and'

something'about the rOles'and fUnctions,that graduates carry
6,

out. And it should give ilformation about credit transfer-
.

ability. -Much of this.inforMat on should also appear in the

4'college catalog.

The brochure can be included with'official recruitment

15tters to agencies and sent to individuals who inquire abou

the program. They .can also besent to local news media an
411,,

taken along for distribution on "carper days" at local high

4schools, county lAirs,- shopping centers, etc. The brochure

serves other purposes besides recr uitment; it can be 9sed to
- .

inf6rm potential field supervisors; professional societies
,

and potential employers abobt the mental health/human service
. .

el

of ,the ,college so that they ham,e, betterillderstand-
,

,

A ing of what ;o expect of the:students ,a.id graduates. m .

.

Involvement-of faculty in community affairs is-, an qmpor-

approch to recruitment of students. This includes ac

" .

tivities .such as:' 4
e. ,

y ' A .

'Setting up display booths about the program'at
county fairs and shopping centers

PartiCipation in "cafeer, days" at high schools
and colleges -

.

.

- es'%°

(U
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tl
Facultyparticipation'on'agency boards, tas
forces,mbtc.

Fa student volunteer perticipation
community projects and services

'

Involvement of the community in college program activities.
_

is helpful i4 recruitment. This might include:

USing community persons as part-time clinical
o,t classroom instructors'``

N
' Using community pershns as members of the advisory

board
.....( ,

Having tt community cote in for,a departmental
"open h se"

Sending announcement's of graduations to community ,

'leaders, including sh9ps..that are patronized by.
students

,

Use of mass communication media Is helpful it recruit-
4

ment. This might include:

Informing ,media people about signifitant program
employment ..of new. faculty, sprcial

5 worksho or seminars, graduations, new coursets,
. spegiaY ptojects.and huma,n interest stories about

-s.tudents or faculty)

Arranging for faculty andp(tudents to appear on
1ptal television and radio talk shows and to
serve on -speaker's:bureaus 1/6

0' 11.

A' Developing or documentaries regarding mental
healthrnuman service for local television or news-

_paperg 1
\ , 0

-:
Using public-service announcements on radio and-
television (These are free to-non-prOfqorganiza-

:.

:to

tions.)

IC Recruiting from among students- ehro'lled in other depart-

ments of the school may he a.help to.the mental health/human

service prograth, but they- should not be groselyted. This

: 57 /
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. tt

'
4

may-be.fatilitated by:

P4pviding certain mental health courses 'as
"aelectives in other phvgrams

.

'.. Allowing other s-tudentsto attend mental
-'healthihuman,servjce classes (They would
not be' considered.f6rield placement .un-

les's they were enrolled in the program.)

Having mental
general human
students '0..e
men t.)

health faculty teach some
oservice courses for other

.,The FaNilY, Child Develop-
/.

1111'

Following up on All inquities about. the program is

-important in recruitment.

Responding. omptly toxall qetter5 and
telephone cs inqUiting about the
program

2.

S ing'out.'brochuidt end a biog.raphictic
.' 'data quettionnairellnd prompt scheduling'

of appointments for ihteryiews of serious
app/icants-(Agenerar orientation program

. .may be set up for groups of applicants.)
,,

.1 Vollowing up in a business-like fashion
,v

on acceiqnces and 'rejections

SELECTION- OF STUDENTS -"-m0 16

'0

I

I-

4

In_a few schools there has been such a, demand for enroll-

merit in the mental leaith7ht:man service Program that the pro-.
a

gram 'directors Illave had to draw Up'rather rigid criteria and

Rrocedures, for selection,of'the'nuMper of students' 61
, . A

faculty can supervise adequately. However, ever in a schoo

.,. ,
. , . .

'" whAe 'there is 'a limdteenumber of applicants for the pr.og

.!e'directormustgiveEttentipn tO'rekindof sele tion
11-

criteria of the' students who, will .a,ceuYiliy be enrol ed.
T,7
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. The basis upon which students may be seltcted fdr the.
.

, .

program is determinedat skveral points:

Community need. The needs of the local
community's: agenpies as otetermined by the
surveys Or as identified by, the advisory
board will -influence selection, :-This may
lead vo identification ag the need for '

such criteria as:

Minority groUP 'persons

'Recovered .drugAti--r aliopol users

4
4

. Bilingual persons

Specific age'group peS'ons.such as mid,
',life second career people

.

Persons ali.eady employed in agencies.

Persdns with certain handicaps(deaf, ,

'blind, phyiically disabled)
-1;

S tudent characteristics are a s011oh. determinant
of ,selection. .These might i.riclude:'

Expectations and' plans of'the student..(Does be"
-or she plan to work immediately An mental be*Gth
or is lite ter. she planning to, go directly on, to.

edUcatio perhapsvin an unrelated-field?
he'or-lhe,wor 1 with children?'the'aged?

the retarded?)
[

' Needs of the stU.dent., the ,student seeking
. this program (Too many AppliCantsiare seeking

help for thTirown personalproblems.)
.41

.

The ability c4the student. 'Dols the sliadent
have the knowledge, and.basi skills-for this, .

kind of work? 'Konsider a_lsospecial skills--
' art, music. language .)

Th'e backgtound,experiences ,of ''the stud*nt!. What ,.,
work the student'done in the human service
area, either asan' employee or as a volunteer?

Values'and.attitudes.of,the ,student . 'Doesthe Or
,she'showtevidene ocicalbusndss, of' contempt-oT
pity for th& disabled or of,lifesty-les that wodqd
be, harmful ta,responsible relatioighips in:human

M

.\
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t

.1

service work? DoesIleor she have a missionary
attitude toward the disabled, the poor, they un-

. 6ducated,4etc.?

1;4

0, .

*et" College criteria vary from school to school. A few
schools with open admi,ssions,policies.set few criteria
for admission, while others insist that the students
must have had certain courses or certain trade averages
or other academic credentials.

IMO

b

4 i .

There may'be a selectiOn committee, but the program
director .11suallly makes the final 'decision. The basic'

procedure is as follows': ,

Obtain an application with biograpiical data from
each applicant.), This should include data about:

, . . v

.
Demographic inPormation (age,,, sex, marital' status,
etc.)

4 1.

Educational background

:Work experience (include volUnteer work)

Special interests, Ailities Or disabilities,

Reasons r8h, wanting%a mental hdalkh/human service
progTam

Plans far the immediate and long-range future

Arrange an interview with each applicant. The enter-
viewer-should'approach the1interview'with dignity and

114'

warmth, the same as' shciwn Uowever, the 'inter-

viewer w411 give special attention to such items as:

What are the student's needs?
#

What are ttlestudnt's particular plans or
interests in this field?

4. .

What special problws (financial, language.,'

I physical ,handi6ap) does the stlident have?. '

Hbw does he or she handle_ these?
4

11

(
-

4.; 60
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What Special assets- does the student have?

hat intelpttual and interpersonal
does, the studentjtaVe?

Is-the'student sensitive, 'warm, genuine,.
'adaptable:/etc.'?'

Doe the student have some self-sawareness Of
114s 13-,...-1er values, reaction patterns, -abilities
and limitatibns? . s

How do the student's family ancien
",about his or hpr entering the program?

feel

.

Specific tests. MOst Speciai-attitude or personality
tests ,havA7 proven to be of little or no value in
selecting Students. (perhaps tests should be deveroped,
as research projects to determine which factors' may
eventually r predictive, but Milt-present they do not
-stem to hel in selection.) Some programSshave found
that cel-tain kinds of simulations may be }helpful. For

- example, app.iicallip may be asked to interVitew or .
.counsel someone else to-see how they handle themselves
on the, elements of warmth, genuineness and empathy.

\_-
-11rz-----"J-- A Criteria for rejecting applicants-. The;empre a few

criteria upon which applicants should probably be
counseled out. Thiscould _be done in a way that does
not make them feel bad'hout themselves-or about their
abilities.. Criteria for rejection (other -than lack.of
academic criteria) would probably include:

Identifiable Mental disturbance Or insltability
. t

Extreme rigi'dit,,

01.

Callousness, laCk of concern for"othvs . s

Immaturity aid irresponsibility

lInabiliiy to work c4eperatively

Excessive aggressiveness F

fla

For ,applicants 149 have been in therapy for a mental 4

disturbance, it.is desirable to determine how cm-
fortable the' peron .is in'disCu!sing this, where he
or .sh-is in therapy., and what progress he or
Mak4111. If is neceAsary to ask the student to.si,gn
a.release,.in orderto. discuss with his or her coutse-
.lor lise-psychiatrist the desirablility"of the.. student
enrolling in thi program.

,;
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The final deCisionis a blend of all of hese factors.
4111

Whenever'possible 'applicants who are not,selIcted for the
.

program should be counseled to som other more appropriate

program or advised to reapply later if this-is appropriate.

In any case they should be given an explanation for the

decision.

A special word should be added about recruitment aria

V

,
selection Of minority students and students with disadvantages

c

of various kinds. The' faculty' must be sensitized*ro ,reach out
.,....., i4.: :1":

to these perrns. This includes knowledge ii) cult al patterns )

and value systems as well as communication sty .4iThey need \

extr-accepiance when they come into a typical iddieClass en-
c, A 4

vironment of the college. It is easy to frighZ,en or disCourage,

them at these critical times of recruitment and selection.

f

11.

Nit
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SECTION -II

Teaching In
Mental Health/ Human Service

Programs
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Setting Curriculum Objectives
TO overall curriculum objectives of a mental health/human ,

service program shpuld have been determined by, the primary

objectives already set forth for the overall program. The

specific curriculum objectives are the educational goals

including cognitive learning, skills of intervention, and

vylues and attitudes which the students are expected,to

master in the classroom and field experience. It is the

responsibility of the mental health/human service program

to define these curriculum objectives in some detail and

then to develop a curriculum within the structure and re-

sources.-.of the' college that will most likely help students

meet they objectives. The curriculum must be more thana

colle ion of courses from the college catalog with one

or o specific courses added in mental health or human

It is necessary to have a definite idea of wJat the

1

students are expected to learn in each of the courses' and 4

how they fit togethet to prepare;-the "total" student for

. practice upon graduation.

63
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THE' MENTAL HEALTH/HUMAN SERVICE GENERALIST

Most mental health/human service programs have defined
.

.

their primary objective as the preparation of a generalist
V

practitioner. This implies that the worker plays a variety
d

of "roles" in helping clients 4s far as possible toward full .

restoration. Twelve overall roles h'ave been identified:

OutreAch worker
Broker
Advocate
Evaluator
Teacher
Behavior changer .

.Care giver
Consultant
'Mobilizer
Community planner
AdministrAtor
Data manager

. _

110

. These roles collectively imply that the graduate will
, .

have mastered certain areas of knowledge, certain skiLls of

i

A
nterventiOn and will have developed certain attitudes and

---

-values. Many of the items of a "core of competence" have
it'

'been spelled out in the SREB publication, Plans for Teaching

MentalpHealth Workers. Those items, as well as the ones

listed in this chapter, are offered not as a template for

all sci)ools; but as a comprehensive mpdel which each program ,

can.use as a starting point to establish the detailed Cur-

riculum objectives for its own program. Local agency needs

or student demand may require additiOnal objectiyts, .o-p

moTification of objectives, but_ these Should. be seriously
,

considered as the core of competence that can be common from
. -

,
program to'program across_tle_countrgy.

In some -colleges the mental heaith/humaw service program

will be the only human services, program in the college and

will be developing objectives for itself alone.. In other

... L
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colleges mental health Nillbe one of several umalkserviCe'

programs in aging, correctiqns; child care, social services,

etc. All may then Abe expected to share a CQMMOR cor.of.'

knowledge, skills and values upon which each program will

build its specialty options by adding specialized clkirses

and field experiences In a few colleges two or more human

service curricula ru in completely separate tracks. This

is a wasteful and i efficient use of resources.

In many colleges a program that began as a mental health

...program has shifted to amore gederalized human service core

but offers certain specialized courses within mental health

such as mental retardation, Alcohol and drug abuse. These d

individual variations will 4epend upon the needs of the local

communities and-the intei*sts ofstudents:

Most' colleges have certain general studies requirements

such as English; History, physical education.apd mathematic

Each institution-sets its own vtandards for these subjects

and the mental health/human-service program usually has

relatively little to say about these choices. -However,

there may be opportunities for 'the mental heal.t4/huma

Vice program tc h4ve some inpliSAs:
/

'By suggesting content, areas for courses such
as E!i -glish (i.e., clear, descriptive recording

for case report writing or special rtading
assignments related tihe mental health/han'
service fields)-

-

By suggesting general course.stha7t. might...be
bett* chbices for human-service studentg -
(i.e. , human biology rathe4,Fthan gefieral
biology)

9

S
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'Cognitive objecti-vas, skill objectives-,.andvalues.

and ttiiudes are ltSte4 h're in behavioral terms- -what

.01- the graduate is expected to be-capable of doing at the dnd

of the curriculum.

o Ob'ectives

1. Descrihe;the characteristic behavi y and
different stages of development of.the
'majo'r personality theories from inf ncy.
to old: age Freud, Eriks6n, sell,

.Skinner,-Piaget) and the .interre4ation-
sh0-betwaen physical and mental develop-

/ ment.'

2. DesCribe the- basic concepts of several of
the more common theories of,behavioral change
,,(.i.e., psychoanalysis, transactional analysis,
behavior modification, ego psychology).,

Describe common,behayioral and personality
patterns and .identify the normal and deviant"
aspects of them (i.e., heterosexual-homosexual,
schizoid personality schizophrenia) and'tell ,

implicati,pons for working with persons who.
ldemonstrate such behaviore

- ,

I

e

.

4. -Recognize and describe the m4jor.categories 4

of mental disorder in the current Diagnostic
Manual '.the American Psychiatric Association.

. .
, _

S-. *Descri cbe ancepts'of primary and secondary pre-
ventiolpef emotibhal.waladjustment, and promo- , -v.=

tion Of positive.ntal:h'ealth' and give exampikes
of Rractical'

lk-prevention

strategies and programs.
. .

.

6. Compare and contrast behaviors which are con- ,

sidered pathoLogiFal-inidertain contexts, but .`-11

normal inwthers 0..e.', Fomocide .vs. killing:
..

in war, Voyeurism. vs,. looking 'at: Playboy or

PlaYgirll. _ _

.

7. Describe major social problemS andhow forces
have led to social change (i.e., sexism has
led to women'-s.-.1i1)aration,' racism,lo the civl -,

rielts:movement).

2
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8: Describe the roles and activities that a mental
,health /human service worker mightlay in social
change in a local neighborhood or community.

9. DescAle the, basic physiology of the hitn body
(nervous system, endocrine system, digestive,
system, cardio- respiratory system, -etc.).

10. Identify, and describe several major physical dis-
orders that Pfect mental functioning (i.e.,
epOilepsy, drug and alcohol abuse, brain damage,
P.K.U.).

11. Discuss the psychologi cal and social' aspects of
physical disabilities, mental disabilities and.,
poverty on clients and families.

Describe the philosophies, measures and procedures
usevbi'in vocational and social i-ehabiIitation of
the. phys.ically and mentally disabled.

13. Describe the ory, general procedures and the ---`7\
Wind of clini 1 problems.for,which several ofOthe llowing methods of interventiOn might be.

-----...

used: tiansactional analysis, behavior modifi-
cation, rational emotire therapy, reality,therapyi_
group therapyt-chemoOlhefapy, hypnotherapy, crisiS

, intervention, counseling,' rerrtotivation. ,
,*

i4. Describe basic adult and child learning theories
and some basic instruational methods for indivi-
duals, small groups.
.

15. Describe the scientific method of problem
. .

L6. Identify the members of the professional teams use
. -

, in mental health and human-services and describe
their backgrounds and functions (i.e., ps'ychologist,,
psychiatrist, social worker nurse, special education

.

teacher, rehabilitation counselor, vocational teacher,
t mental health/human service worker).

.

17. Demongtrate knowledge of. the history and current
status Ttnd.ssues of mentalhealth and the. other..
major human services, includipi def4nitqons and
tefminology.

18. Identify the major organizational structu.e of *'

mental health and the humjan service5 at federal,
.

'state and,local .

67
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19. 'Identify and; describe the. 'functions and gate
keeping practices of 4141or mental health and '

4 human se,rvice agencies and institutions at the
local and state level (i.e.% community mental'
health centers, hot-lines, referral services,
drug and-alcohol-clinics, priv4e and public
hospitals, day care programs, Sheltered work- .

shops) . .. .

2Q, Identify and describe weaknesses and strwgths .-,'

of the.Memtal health and-human service delivery'

systems, a't local, stare and national levels'
(t.e., funding, staffing, follow-up,

cooriCination). : .

4
_ ,r*

d

21. . Iden04! and esdcribe major current legislative
and<ptplic policy trends that will. influence the
mental' health and human service de,livery system

.
.qt local',- state and national levels (i.e, National'

Health -Ins.urance, human resources departments, .

,
`'c 0 Right-totTreatment court decisons). .....

.
... * .

.22.. DescrSbe,theories of psycho- social needs'apd '
.inflU9nces in.,eyeryday behaviors of., individuals,

'itgroup.and agcies (i.e.# Buber,j!4asioW, Haryey).
. .

agencies
n . 'Describ e

.

concepts Of small-groupr,behavior amd
implications for r praCtice. .

4

6.

24`, Deicribe the cUltural-characteristics and value

o
systems ara'relationships of minorities to the'
prevailling.culture'(i:e., blacks, Chicanos).

Elescrille the rqactons of cli'ents #nU families

lo special human service'problems such as death, .

dependency, major illness, mental illness, criminal
belhavion and the implications for practice.

,26.

t

.4

Define aq'd describe basic rincipaesb A psycho-,
logical measurement and, s Atistics as it:i5-in-

.

volveein service delivery, (i.e., 'inOelligence
.
?tests, interest i ventories, apti,t4de tests,

, program r4Orting).
.

Descf-ibe tRe bio-psyc o-otiar aspects,orhuMan
:sexualityand its ''aria jon3,.. and Major. sexual
problems and their'inter entioms.

\ 9.,- , .

Ideqify and discuss
ibi

commori\psycho-,physiological
dOoders,(i.e., ul'cers, hyper\ tension, migraine,

-aSthma). .. - A ,.....,,c

.
A
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29. Describe basiC forms of con-verbal comMuni-
cation,and their u'se in the-helping process

body language, "attending").
, f

,

These
r

.,.
cognitive items are usually taught in the clas'S,-'-

. ,

/

. .

. ,
.

06m in regular Courses. In most of these the knowledge,
, .

I"'''

,

i
, . theory,'Concepts or facts should be taught in the context

of their implications and jAplailicatias.in mental health or
.

human sce practice rather than as independent bits,sof
e if

.' .
knowle .

N. .

, .
, . Many o?these facts, theor,ies and'concepas hcave,immediate .,

a

skill components that are c4sely related., It may be well in

ourricu um development to have the practical and conceptual

learning

ordination of theLlassroom and field learning, but
i. - \-S

worth the effort.

.

If any of these.cognitive areas are covered in 'courses

40!.

oceed side by side. This will require close co-.

taught by another department such as psychology or sociologT .

it will be necessary for the mental heillth/human servic,pro-

gram to assqre'that these conceptare-included in their "
. 'v.

, .

--' ,

ilpractice implications. .- -

, ,,
. - # , a

§kilPObjectives iw
kia

''''- ,4

/
is-,.

1,. Effectively use communication and interviewing .

skills, bot verbal' and n6n-,verbalj-i:e.,.open.
ended que , clarific.,?tion,,,:reflecfio4, d..

probing, silenc interpretaion, restatement, '.
',body language, et .1-wrth normal*. and-disturbed

. certou 1.
. -:--- , ,, ,

Observe4ehavior and record significant observa-
'tions in simple descriptive form:

/
i
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a. This will be in both sPtmlatea settings 0:

and in real agency' s'elitings 'where thp

s- tuderit'will fill out forms 'and records
regarding clients in allegible, concise,,
descriptiv-c form.

b. The student will also demonstrate with
clientWhe abkility to differentiate
subjective interpretation's from objective

It observations .

,Demonstrate apprbpri, ate interpersonal skills fprilone-

to-ohe helping relationships (genuineness, accMte
empathy, non-possessive warmth, establishing rapport,

constructive conftontation).

.
Demonstrate the ability to coach and counsel persons
with everyday problems,,;

5. Demonstrate the ability' ,lo analize a client's problem
and. develop a plan.of.aetiOn (set realistic goals,

'
clinical protrem solving\ utilization .of, community

resources).

. 6. Demonstrate .small group sk lls in orgAi.,zing, lead-

tug and -using 'groups -fer t iapeut purppses..._ _

)

7. Demonstrlte teaching skills oth iffih ind vidual
,

clients and small g .'oups.

8 Demonstrate basic skill in behavior odification
4

techniques,

9. Demohsth.te\skills in some,of a variety of activity

therapies ( ;ecIeation, music, crafts, psycho- drama,-

etc.). 4'

1

10. Demonstrate skill in 'participation with professionals

team relationstipg.

.. 11. Deman..§trate skill in maki,ngifeferals tio and pounsel-

idg wfth other community agencies.

\12. °Demonstrate skill in keepi2e/clinioal records -and

keepi'ng,simple 3atisties.

.

'Some or these skills can be Learned .in-p*Peticum exercises

carried out in the.clasgroom, especially if' the' instructor is

SWilled in expwriential learning.t'echniqueS. Most, however,

, *

,so
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,

are objectives that relate to_ behavior with'real clients

4.
r

&Fla agetcies., This will require a substantial, amount of

.field .instruction as an integTalipart of the curriculum.

Ilt- .

Later chapters discuss edWationa4 technologies and field
.-* .

.

'traiiling for me/tal health/human service Programs,
.

'.. .

her skill objectives might be aided depending

.

'.4-the individual co muni.ty needs and stultent-desires. .Among

%these might's) sychological testing skills; physical Care

, .

lkill1Por pschothetapy skills. If these are to be included,

lb

,

...s.fhey-should 'be spelled out ih the objectiveS,'"not just flipped
. . , .

in.

4

Values, Attitudes and Self Awareness Objectives

1. Openly discuss the student's beiniefs.-4.bout
...the dignity Of clients and how fi.elifr she
.intends to demonstrate these beliefs (i.e., .

addressihg-them wf.th'proper Rates, providing
privacy and choic.es, resecti'ng,confidences,

\. . # .
'2. Opeitly*dtscuss the student's own belief! about

dying, serious illness and disabilitvand/how.
these may.affect.clientS with differefit attitudes.

. .

, cuss the student's beliefs a out work ankl,pro-
:. . . ctiVity %Rd how they' will of ctiients with

. .`different attitudes. . . , .
, h t\ . '

1 ... .

;4_,:.. Discuss the student's attitudes about the impqr-
"- tance of-being prompt clean, ,neat, fndustrious,

'..religious, etc., and'hoN they will affect clients.

5:--A Discuss -the student's attitudes- ;toward i3e,sons

.
. ,

.

. Of ot!*r raceS, 'cultures, lifestyles:etc- A
.

... .

6. Discuss the sttiodent'-s ati.tudes regarding sex,
marriage', drugs, abstinence.

7. Demonstrate that the student sillill. maintain a 1

clinfcalrelat,AQnship to a.client ai long as .

, .

71
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4 .

4 .,I
. ,"

hmtwhenev.or needed (not 3ust during working
hpurs). 4, -' > .

_.

8.DemonstraXe a tare- giving re
disabled person avoiding c
on cendes-cending attitudes.

-DemonStrate that the student. is. keeping pp with*

current developmental in technology, social
policy, in mental, health and the human
:services.

40. .Demonstrate a realistic attitude regarding the
'stg-dept"s.helpingabilitiesandlimitations and
asWillinehess to seek help. .

4
'

ionshipawith a
usnes, Zepqkdency

X1+1.. Discuss the student's it motivations for doing
human. service work, reiatelis or,her strengths
and weaknesSes, peTsonality patterns, reaction
patterns to sess,.hang-ups'andilong-range
personal objectives. This should be neither
glib nor excessively clinical, but realistic
and genaine Peers and supervisors should be

able'tptorroborate,these.
s. -

.

k

The teaching of valUes,and attitudes has seldom been a
,

systematic'part of the higher educatibrol system: Objectives,

in this area are likely to make_Lapme academicians- uneasy, ,for

they'donot lendt ves to .traditional teaching methods

or t;scientific m bds Of assessment. Yet they are NiveTy.4

'-important objectives for the mental health/huillan service

worker. Withlpt attention, values and self-awareness, a
`

worker with only the knowledgt and skills already Tted might

become a harsh manipulator. it is.the values that make the
.

- difference.

Values 'are probably best, brought to conscious awareness

in-s\ituations4WhichSthe learner is required toddMonstrate

sbme behavior and then to ConsciouSAmknalyze at ehavior

1, 4
for the value implications. This would calif° practiCum

, M .
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,*

_

and f,j.eld Rperietices that Are,cakitilly analyzed'in.seminars
,

..
.

for the values and s'elf-awareness, implications. Sensitivity
. . .

, ,

type sessions, videotape playbarsimillations and indiv*..0-
,

.

o ,

dual counseling are possible tecHniqUes that slloul'a be in-

hi

.
. - ,

.

cded in ithe curriculum in order to help students achieveit
.

to-'-
,

. *

these value'anci se'l.if-awareness objectives.

,

s,
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. Instructional Tech

,

4

olo6T
Curriculum objectives for a menCta1 health /human seryice

practitifter i'dciude the Maptery.of certain kneredge,

certain skills'and-cartain values and attitudes. The Ob-

jeCtives also call for t student to'develop considerable
,

.:,self- awareness of his or her own,motivations, valdes, styles,
, i . , ,

philosophies, reaction 'pitterns and-sengths And weaknesses
.--

--
...

isn working with clients. Thus a mental, health/human.serVice
_ ).

.-

curriculum contains far more'th-411 the ord,inary didactic

courses in which the student,is'expecied to learn a. gOod

bit of knowledge, but that'is all'. The mental healththupan-
/

service student must learn a great dsal of knowledge t.o.be
, at

/44,4 sure, but he
4
also bas'a.ereat deal more to learn i'n the area

and in tdaf*ITTTIs and values an area (1 self-awareness,

Tille instructional technc, gies for4skillsf.valuesand
.,J

, ,

.

s'elf-a.wareness.are quite different from those of _the tradi:
, .

.

.

4.1 *
tional, didactic courses and are not 'likely to,.be well known'

o , .

4

rv-; i, e. . , .
ta'the Community college litentalMaith/human service faculty
wm ., ,

,

.. -mhokOlme largely from the 'field of practice. This chapter,
.

,. . .

. _ .,

hat, areexplores some of .the instructional technologies 'llat,are:,I' :,
, e r ' .
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being used to accomplis4 irike ilbjectlie of preparing a mental

heilth/human service generalist practitioner in Two.years..
. ,

, .

.

Two years- may.seem eb be .too' little time to accomplish such
* '.

ambitious o1'jectives, but if the 'objectives are clearly 4e-

.
4

fined and if the learning
.
experience are properly chosen, .

.two years are a quate.,./

CLASSROOM:TEAC IN?0,F KNOWLEDGE

There is consliderabie need fOrlhe mental health/human

4441444444-

4

service 'student to facts; oprinciples.,Ac.nceptsr,
'-

theories-

and ideas. These have been, and to 'a considetablt extent .

D

remain",,the major emphases in didactic,,courses' offered in
!

itional,claSsroom settings. The4'e are still- called for',

-in S.largeyart .ol_the mental health/human service prograN.
6

among the tedaniqUes available:

Lectures'

779 4 lille'lecture remains one ,of the mosCeffective teChnicites

for'transfer'of large amounts of fritd-rmatron. HoweVA,Many.
, .

studies how that Aig""reten.tion rate of Material-given
*

.

'lecture d rather rapidly over .time_ The lecture essentially

11,

-does nothing to involve or 'timulate the learner. It usutlly

'e
-.4intfolve8'Only ,one sensory` system Of the learner-This hearing;

:._

t
.

1 -_ # l'' '

.

If lectures_ are to bt used, it .is' suggested. that they be

.brief=aFed blenddd With other inStruc.tiorEit"methods. The in-

. 'I .
,. 4 #

-... .' 'i tructor-should also try tomake his lectures lively and

.'

. ,

. A.

interesting and use visual .aids _along With thrleCture.
. .

,

41F.,. ,

. )7.

:
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ovisual Materials

i.ovisual-materials have, the di%tindt advantage of

prefSenting mateiiialayough sight and sound. Two channels

of' 411sot,iy input are far better than one for learner'atten

,.5'

-taon and impact. Coloropn& motion in flits and videotapes
,

make the learning much easier for students. . A major dis-
--.

advantage of all these is that they leavethe learner rather
i

passive 'end uninvolved..
It

The range of audioviSual'techflologies available today'
.

,
.

. 0.
, is astounding--filMs-,tapes, slides,: videotapes, cassettes

./ .

(audio andvideo)..t The Mental Health Materials Center has

several appropriate films .Covering -a wide variety of mental

health subjects. 1

For many teaching, situations itt will be` necessary'for

the instructor to prepare his or her Olon-audievisdals. Many

-

colleges have an audiovisual depar-tment that can assist in

the preparation of these materials. ,In_addition, videotapes,

slides and films of local mental,health/fcilities provide

an -excellent fi-rsthand view without actua ly taking the
, or

students out for field visits. ,Also40 sub 1e points of

psychotherapy, or ther4y.thai m h be apprOprl.ate to /

- 04 -demon-strate in real life canbe=pointed out In videotapes

and Tilw.

Classroom Discussion

'

,

. Classroom?' discussions are an e.xcellen technique for

involving the student in the learning of didactic materials.,
'.

. . .
A

77
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They give opportunities to ask questions, explore alterna-

tives and gain new perspectives on_the material. Clasiroom

discuss,ions are often begun with.a.lecture orfilm.

handled, they involve- all students in exploring value issues

and help students' gain self-awareness while they', are, learning

.

the knOwledge.

.aeadings f.

Readings are a 1 :}referred -technique for transmitting

know/Cdge, .especially in eraduate schools and four -year ccil-

JegesS But notirryone reads avidly or comprehends well what

Ile reads, so this technique may have limitations for some stu-

.....
,'

dent< It may be that relatively more .community college stu-
, I.,

. _____P' ..

dents have these limitations. .'

Readings should be selected carefully,'since not all
/)

written' materials ire easy to read or are Of-ereatintell.ectual_
.

challenge. The e tiA,,eness of readihgs can be improved by .

fairowing up with dAcussion sessi or wr tter epOrts sor

'that the learner has the portunity nforce t#e poin -t

.

.and explore the perspective of, the Mstprial.

Programmed Instruction
.

Programmed irls, uction is a, technique which use prepared
t 4

in)trutional materialsfo).ead'the,learner through the facts

.
.

. .
and principLes of a Tield'of-knowledge. Sometimes pro,graMmed '

a.
,

. - . . ,41*,- .
material.s.use

i

computers or teaching machines;but neither is

4

.

.

necessary for,the use, of programMed intrectin,' One cfear

-

i.

*

.
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advantage to programmed instruction is-that it allows. each

student to learn the material' at ifis own pacti It is even

-
possible to do the instructional units at home"or at hours

convenient'tothe student. It also involves the learnef

in the process. Relatively few programmed instruction units

,hate been developedfor mental health content. ,

Group Self-Instruction 7.

Group self-instruction is a lichnique of dividing the

class into small groups, each with theysyllabus of material
----

.

10-.

t be taught during the course. 'The. groups then orgarne

eir

emselves and ecide which of their members will.teacf8hich"
0

sessions. (All members dust teach some sessions'. The in-
.

structor acts, as a consultant in the content,and'the group

.process. The, students learn theocontent, but they also ,40k.,

experientially ,leal.n group techniques and teaching techniques. ig

TEACHING OF SKILLS .

fla

In 4kill training'thev.A an eleMent of knowledge to

be acquired as well as. the Ta:tice of'.the skill itself.
.

.

The teach/11g of skills can, (Ab a classroom-and a fie1.4_
V ' -

ocess. Since tliere is 4,ieparate chapter on field inStruc-

t

Or
. .. .

tion in this publication,.thiS chap,ter wi-1.1.concentrate on
1 ,,,

'e

the skill trainint that may take,place in the classroom.
, -

.
, . .

* A,
:4A real hazardro'a mental healh/humah sexvic0..prograd

.

that, stresses. b
,

lastroom instruction to the exclusion of field

4
training.is that tzhe student tvill! learq "about"'the skills,.

4
VA .79
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OF:
but may Qat,-actually be able to peiform them. Of c'ourse,

the uTtimate test of the_ worker .hether beor s eAcan/

perforM the 'skills witi.rclients. This requ 'fires fiel

peri.ence, but many of the basic skills ,can be learned. in
.

classroom or on-campus settings, such as laboratories .or

v.

-practicumS. This puhli ation disIinguishes between practi-

-
cut training mhich is on- campus practice experience, and

field 'instruction which takes place in an operating agency.

In either case, the instLuctional techniques are

experiential. That is,.the student learns the'skill by

actually carrying it out. Thes4ludent then receives feed-

back frdm the instruttn or peers regarding his or her-per-

formance and 'hoia to improve. There are several techniques

for doing-this:'

Mini-labs. Mini -labs re small troup.sessions
in which the strd6nts practice. their skills,
such as interviewing, counseling, interpersonal
skills, on e.a., other while Other students ob-

.
serve and later,critique.the performance. The

- instructor acts as a consultant and 'supporter
to make sure that no student is unduly or un-

critici.zd. This is a very potent learn-
ing It is'also helpful in developing.
self- awareness of 'one's one,styles and reaction
patterns.

,

Videotape and audio,tape-plaYbacks. Videotape
and audiotape playbdcks,are techniques in which
a student's performance .in a skill is taped and =-

then - played batk for his or her own and otlierg4,

Crftitism and recommendations for imProvementl,
ideot.ape, of course,'is preferred because it
lcks up pqrsture,eye-tontact, mannerisms, in-

flections voice andthe content. The equip-
merit. fer videotape is remarkably inexpensive

shouldbe availableto every mental health/
human service program. It may already be avail-

L'.
able from they college's athletic department:

. .
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Audiotape, and VIdeotape.ar6 extremely powekful
teaching, devices since they...allow the stu4ent
to review' her or her own performance and (to
learn from it. .Both have a special advantage=-':
they can be stopped for indepth'discussiori or,
replayed for repeated analysis.

Simulations. Simulations, also,known as tole-
playing or gaming, have the. learners, play out
roles.in typical clinical situations. They are
especially-useful to provide-studenes'kith ex-
perience in certain critical situations which
may not come up in their field p ments--
such as counseling a dying person, ealing with
a person who uses denial. /

V

In using simulations it is well to involve all
students in the process, just the two of.
three who are the principal actors in the,simu-
lations. Others should be observers.of certa'in
of the actors and should be prepared to inter-
change

-

with principal actors and car7T the roles,

.

themselves. r

A very useful technique f6r simulations is the'
use of trigger films which.are very brief (one
minute or leSs) clinical vignettes: The students
have already selected, their roles dn small groups
(i.e., client,' theitapdst, observer) and they play
out the parts immediately at the end of the film:

A
, ,

In the use of simulations, as in all exper iential,
techniques,-there must be a period of "pfocessing"
the learning exercise. Processing is the experience
of reviewing, critiquing- and-suggesting.imprOv,e-
ments in the erfatmance. It may be ddne by
instructor alonebut it ismore effective' if pperstA
are alsO.involved. Most experts recommend-that'
the time devoted to processing orallalyiing the
exercise be at -east equal to that given to the
Aexercise'itself.

There are tw cautions to%observe ih 'using simula-
tions: the-srldents must be cautioned.against play- -

ing caricatures of the roles they are -supppsed
be playing and the.simulations must b'e appropriately '

chosen to teach what is 'aesixed.. These may soulhd=.
self-evident, but itis'surprising how often they
are not followed.

8.1 9.3
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'One -wdy mirrors. 'Rooms with one -way mirrors allow
the instrtIctpr and peers to view -another student in
a cli.ical.situation qn-the,other side of the mirror.
After *41e session the entire group assembleS for the
critiflue pi.e performance. These are most'ofien
used in clinical settings,'but they can aIso'be Used
in- practicum settings on campus.

Goach-and7up401 method. This is a technique.: in which
students pair off and each practices. a skill hile
the other roaches a d Theythen everse ,

so that the former' co becomes the pupii,. This is
appropriate for learnig basic interviewing, counsel-
ing and behaviot modifi ation .

N

LING OF VALOES-AND ATTITUDES

Valdes And attitudes have nottraditiOnally been part
0 .

I'
'4

of the conscious resp-OnsibA ility'of higher education and

-,:,

'w relatively little is known About teaching of values. Y-t.

4

they a very importantstpart of the mental hea th/h an

A,-
service orker's competence.

Since most persons Whd'have-lived .40 years or so have *

already formed values and attitudes about almost everything',

1-..
there, is a question of what a mental health /human service

4r:

program should do allout,v'alus beyond simply selecting students

who already have 'the kinds of vaiu'eS and. attitudes that are
N .4

Id'6
desired. reyer, most persansA .function.With"their basic

. *

-.'.

-,4.
. T ..

-value Orientation at subconscious, leAfeqs.. A major objettiw&

o '...
. ,.

of the instruction might be to bring thesevalves and - attitudes

a
to)-cpnsciqus awareness with the hope that the stydent may .c

modify his Or her values if they are ihterferirk.with %work'
. -

with clients.

82
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'Since values are the belief
0
systems that make persons

decide what:is worth doing in any situation, they are best

made.manilest and examined in experiential situations. The

stualtnit is required to choose a course of action which is

then examined for its value implications. This helps the

student become aware of'hit or her own'- values and helps to

set value priorities and to deal With value conflicts. One

of the greatest p.roblems in the human,service field is deal-

ing with value conflicts when both values are "good."'

Manj, of the techniques already diScussed under knowledge
0

and skills cam be used simultaneously to explore the value
\

implications of a student's choices in videotape playbacks,

Simulations, group discussions, mini-labs and others. The

instructor should be prepared to use these opportunities to

make the'same learning' experience Serve several objectives.

Other techniques ,that are especially suited to explor-

ing values are:.

Sensitivity training; T-groups,fencounter groups, etc.
These t chniques are particularly likely to force

4
indiv. uals in the groups too make a choice and then
explo e its implications. Several programs have week-

, long sensitivity type sessions at a retreat before
classes begin. Then the process is revived for an
houi oso weekly throughout the program. This tech-
nic* is also excellent for increasing self;awareness.,

The instructor sOuld be'reasonably knowledgeable about
these techniques and must take'care that the process
does( not become. destructive for certain members who
may be attacked by the group on occasions. The pri-
ceSs should also avoid extreme or doctrinaire approaches
to these processes. As intthe case of skills,'these
experiences should be processed for their value impli-
cations rather than a,llowed to.pasS for the experience
itself:

83



Seminar discussions. Seminar discussions are a
technique for exploring a subject in considerable
depth in a group. The subjects of seminars very
frequently are value issues. The leaner encour-
ages all students to become involved in the dis-
cussion with explorations of the value implica-
tions. A skillfully handled seminar discussion
will regularly require the participants to make
choices and-then explore the value issues under-
lying these choices.

ThesUbjects for seminars may come from field
experiences, current events, Furilent program.
occurrences. --If the instructor has clearly in
mind the value issues which he or she wart's the
student to deal with in the course of the pro-
gram, he or she should be able.tp steer the sub-
jects of seminars to cover all of those values
'plus others 'that will arise in the course of

the discussion.

Role modeling: Role modeling by faculty is believed
to be a potent method for-learning values and atti-
tudes. The role models offered by the faculty be-
come crucial in developing apprapriate'values and
attitudes 4n the .sfudents . This involves .such
matters as whether the' faculty persons who are
teaching community mental health are acthally in-
volved in the community or whether those,who are.:1.'
teaching advocacy skills are atually doing ?advo-'

cacy work. 1
i

Perhaps most of all it 'involves the facitlty's deal-
ing with students in the same way that ihe' faculty

wants the graduates to deal iwith client showing
dignity, allowing choices; reqiiring responsible
pefprmance and being available.

1

.

Standardized tests. Many of the available standar- .

dizq tests can be used for developing self- awareness.
Tess such as the Allport; Vermon, Lind y, Study of
Values; the FIRO-B and .COPE, the Edwar s.Persorial
Preference Schedule and the Kerr Test, are

easily administered, scored and iftterpr tedsi? group
situations by faculty without undue studerrt_anxiety,

or cost. Results or norms are not usually moralistic

or judgmental, and the results, when viewed objectively,
force charaCteristics'into view which are not easily

exposediby traditional method. , /
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DEVELOPING SELFAWARENESS /

Except for a few highly sophisticated'graduate

school programs in human services, such as psyc arlalfti.c

training, higher educ0..i.on has not Mae.,ple deve opment of

self-aW.areness a specific objective. However, in mental

health/human service work it is' quite essential that the

student develop a high level of self-awareness. This will

include conscious awareness 'Drills or her own:

Motivations, especially motivations for wanting
to do human service work. Too often this turns
out to be a need to dominate, to mother, to feel
superior to others, or to compensate for guilt
feelings.

Values and attitudes about dependency, mental dis-
ability, sexual abberations, old age, dedth, drugs,
etc. Often personal values get.in the way of kelp-.
ing others.

Abilities and disabilities. Each person has some
particular strengths and weaknesses. The mental
health/human service student must become aware of
these and learn to work with them.

'Personality pattern. Each person has his or her
own.patterns of rigidity, impulsiveness, suspicious-.
ness, mood swings, etc. The student,'must'become

) aware of what his or her_personalit*patterns are
and how to work with them.

Reaction patterns. Each person has certain things
that bother him or her and certain characteristic
ways of reacting when bothered or criticized--re-
'treat, attack, become defensive: bdcothe expansive,
etc. The student must becOme aware of his or her
personal hdhg-ups and reaction patterns and how to
avoid having them interfere with work with clients
and communities.

At'various.paints in this chapter there have been notations

that certain tec.pniques which are useful for teaching of know-

ledge, skills or values are also useful, in deVeloping self-

85



c awareness: The instructor will want to use these techniques

,.;
forte as many objectives as possible. This will

rdquire sensitive attention and alertness for opportunities

to:deVelop self awareness' in individual students. This re-

quires theinstructor to-ge to know the students quite- well

and. is a major reason for requiring relatilely low student',

faculty ra \ios in-the programr.,

) Other techniques for developing self awareness are:

Individual student counseling. Individual student
counseil.ing should -fife a regular and,ongoing part of

, the program. This is far more sigqgicant than the

usual faculty-counselor arrangement that prev,ils in

colleges. A majorpurpose here is to help the sstu-

dent develop awareness of himself or herself on the v
items listed above and to give some thought of how he
-or-she planS to deal with these perSonal characteristics.
This may require therapy for certain students who demon- -

strate Serious personality patterns or drastic reaction
patterns which they are unable to modify. Should in-

tensive therapy be required, the-student sh'ld be
referred elsewhere. Intensive psychothewy is not
an appropriate faculty responsibility, ,.

However, failure of a student to develop self-awareness

or to modify or control charatferistics.unacceptable
for humanservice work should be grounds for counsel- N
ing out of or (dropping the student ¶rom the program.
'It is not appropriate to graduate and certify to'the

'field of practice students Who retain serious blind
spots or personality patterns which will interfere
with their work with clients.

Selective field placeMNt of students. On occasion

may be appropriate to pfovide a student with- a'highl
selective field placement in order to help develop
self-awareness in areas that seem to be especially

difficult. This might include nursing homes, correc.-

tionsprograms Or drug programs, These placements
should be coupled with individual counseling of the

student and with his or her. understanding and agreement.

i
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INTEGRATING THE'INSTRUCTION

Most of the course work in a mental health/human ser-

vie program is divided into units that deal with specific

'subject matter and which are taught, by different instructors.

This serious problems for integrating the entire pro-
:

P
,

gram into.a coherent whole' for students. Traditionally tie

field has been `the place where the student "integrates his
St

classroorit learning." This puts a heavy burden on the student

);,...to pull together all the content. Instead, there ,should be

an obligfOn on the faculty to integrate their teachillg

for stude

Some of the approaches that might be use to help inte-

grate the instruction are:
,

,

Definan Clearly the Objectives and the Curriculum

If objectives and curriculum are quite thoropghly planned,

so that each faculty/member knows what is being taughtby

other faculty and how the pieces relate, then all faculty

members can 'cid some integration of their instruction with/

that of other faculty persons, This requires considerable 1,

det4iling of the curriculum, but it is well worth he effort..

Holing Faculty Curriculum Meetings

Regular meetings of faculty, both classroom and field,

to review curriculum and student progress'will help keep

all faculty aware of wiat others are doing and hoW they

' Can integrate -the 1parning.14;

C.

)
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Having faculty Who Teach.Both Classroom and Field

Instructi6h

The same instructor,is able to integrate the whole Iearn-
, \,

ing process for students. He or she can make the knowledge

more relevant for practice, and .refer back to theoretical'

'bases in the field instruction'.

Having Meetings with Students

Having students, thoroughjy oriented to the curriculum

'
objectives and having frequent meetings with. the student

body regarding their progreSs ins helpful. =I If the students

feel that the. instruction is disjointed or meaningless to

the overall objectives, they will say so and suggest ways

for the faculty to aprove the situation.

It would also be useful to hold weekly seminars of

students ouieldplacVilents with classroom instructors

1

and field supervisor
I

Pr.
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Planning Field Experience
Mental health/human service programs* place considerable

emphasis on field experience. In the classroom students

can obtain knowledge about mental health and mental ill-

ness; they can also leari certain essential skills and

techniques, at least with normal subjects, in practicum
40 4

work and with other experiential learning.' They can learn

many of-the values and attitudes from seminars, role play-

,.

ing and other experiential exercises-on campus.

But the fieleis the only .setting in which they can ,

learn to become practitioners. In the field qey learn

to experience the mentally, ill\the retarded, the alcoholic

and persons with other problems of daily living., Here they_

learn the "bow soon," "how much" and "hoW far" in'pplying

their skills with real clients. They_learn the realities

of ptofesSionaj and agency life. Here they learn to.work

with real clien1s and.real communities to solve problems

from the beginning. Here, too,' they leain the full impli-

cati,ons of the generalist role model.

89
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The field is not jut a plane Where students."test out"

o,r."intzgrate" their classroom knOwledge. It is, in fact,, the

plac'e where the most'effectiwe acquisition of'knowledge, skills
.

and _values actpallre4es,plac'e.,Virtually all employed grad-

uates report that the field experience was the most laluable

part of their entire cp,rrietalum.

Howevtr, the field experience must be more than a cursory

visit to field agencies or a loose arrangement far the agency .

to "take students on Tuesdays and Thursdays," with no struc-

.ture or'expectation and supervision; It requires careful

jlanning with the faculty, 'the student and the field super-

visors.
4

OBJECTIVES OF THE'FIELD E1XPERIENCE

At different pairs in ,the fiele training there will be

different objective's for.the student. Among them are:

To see and experience firsthand the variops'kinds
of mentally disabled persons and the programs that
serve them. This might be done through field visits
to mental hospitals, schools for the retarded, drug
abuse or alcohol c.linjcs, nursing homes, etc.

To learn practice skills to achieve and demonstrate
competence in interviewing, counseling, behavior
modification, group therapy with real clients.

To learn how the various professional specialists
function in relation to each other and in relation
to clients and -families.

To learn firsthand how agencies actually function
in relation to each other-and iftTlation to clients
and families.

To learn to solve a tota). clinical problem from the
initial contact _Lo evaluation and outcome.' This is
the. iarocess of "putting it all together" for the
cadent, the true generalist pole.

00 .1 T;
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ii, To learn to solve a community fobler(from initial
%
6 detection to evaluation. This

p

field experience . -'
would, most likely involve 4, micro-community such
as a nursing home, a half-Ikay hOus6 a'school, etc.,

(.. rather than a total community -, but it is also the
, skill of "putting it all together' on behalf 'of a

community rather than a client..
\

To develop awareness of one's own. values, styles,
reaction patterns, limitationsabilities,.etc.
as they affect other persons in human, serA,-ice work.
Thee is a strbng element of growth in this process.

It' is surprising" how little research there.i-9 regarding

field training..inthe human service fields. Nearly all off.

what is.in the literature is descript 'ive and anecdotal,

rather. han controlled and evaluated. However, there are

sever fl points on which there seem to be consensus among .

many directors-of twotyear mental llelth/human service'

piograms,

TIMING AND SEQUENCING

Many ofthe mental health/human service programs intro-

duce field training at-the very beginning and continue it

\ throughout the program, often includir a-major field

perience in the summer between the two academic years. They

report that this arrangement enhances the classroom perfor-

mance as well. The students see practical applications ta

the classroom learning pore readily, and they arebetter

motivated for it. It also provides students an early oppor --

to test their personal aptitude and motivation for

this kind of work.

I.



a

.

r 4

,

Other schools provide field experirence only in the

second semeste'r.Or.quarter,, or hol'afield eoxperience off.

until4the second year. 'This'obVioUsly can be made to wor"k;

t

but there are reAl advantages to starting the field training

very early .and continuing throughout so that field learning

is concurrent with'classroom theory. .r4

411

The total amount of field experie ce in mental health/

human service progrdms va;les from school to school,'but it

generally makes up abput 25 percent of the total credit.hours

This usually requite a far greater number of clock hours than

the credit hours would indicate, fOr laboratory hours are

traditionally calculated AS 2:1(cq 3:1 to lecture hours.

As for sequencing-the field learning, it is not always

°

possible to al.rpge an ideal form. However, there should be

-P
some attempt 'to sequence the learning fer students so that,

for` in5tance, they learn to relate to' people before\they

undertake to change their behaVior or takNrva totl clinical

problem. 'There shatlorbe'stifficient time -for a student to ,

have coritinuito,with selected 'clients.

The'specific sequence foi each student is nego.tiated in

.

an agreemwat worked o.ut among the program directprhe field

instructor a1_..the student. .

The question arises regarding the kind 'and number of

2 field placements for, any particular student. Despite con-

siderable'variation there is strong feeling. that the iokaal

'pattern of field experienceplcements Would be for the

J
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A
. student to have at. least three different placements. One o f

these, .perhaps the first,,Waild be A a mental institution,

a nursing home 'or the psychiatric servsice of a general,

_hicispital.' Here the student would experience the 'severely

disabled, the major Professions and total institutions.

. .

.4

Another placement would be in a community mental health

.setting--a clinic, aiday hospital, a crisis:service. Here

the student would experiente the less troubled client:- the

community orientation.of mental health services and a greater

variety' of models' of intervention.

A third setting might ,be a 'commArty agency or'jrogram

that is hot primarily a health service but -in ano,ther

huihan serVice area-Idtogethere-a school, a rehabdlitation

program or a criminal justice program. ,The studen4experiences
ill

a wider varietyof hUman services and community services and:

their perceptiong of'emotional and mental health problems.

He or,.she learns how to relate these services to clients

and also how to work with the "troubled.:' but not-necessarily
r.

"disturbed' clients of those agencies.

There is rather strong agreement among.'f4culty and students

that it is not desixable,to have students placed in a *single

agency such as a state mental hospital for all'of their field

training exper.ience..

..
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FIEL1) SEMINARS'
.._-

- ....;, 7
,

:

To some.,extent
#'

atudent4 ca
.

,.- It

_thrViler rqUiar'figId-seminai-s,

, MP ,
NIA

to-''',m arqs",4ihe'..oxpe.ri..ence for flie,learning.implications,

-
'Tod often this'..is overlooked; stddents have Wondefful ex-

peri.ence5 that are neverPsystematically,anial)4zedAfor the-

learning that' is inkerept inth6m. Seminars are especially
4

desirable ,for exploring value issufs anti conflicts' and

bringing them to awareness. Ii seminars students. learn;
0

from eaCTI .other ancI deyelop an awareness of diverse view-
.

n exchangetheir experiences

which are extremely seall,

:points, procedu4ts and approaches to probleMs.

11111

Many.,scoora he made field visit'to several gge4cie's--

or have planned special event-4 sttch as puttinvon a talent.
_ c

.

sfiow for 'state hospital patients. Some programs encourage

students to dd volunteer work with mentalNeajth programs

to gain further experience and learning. While helpful,
. -

s'ch activities are not a subs.titute-for soundly structOred

exptrienCes of a direct service nature With oppQrtuni.ty to

.

analyze the learnin that is taking-place.

RECRUITING AND MANAGNG:FIELD PLACEMENTS

4In most schools' there is a single faculty persdn" who
,

J

has responSibility fq0t -recruiting and'arranging fieldplace-
.

4
ments. Often this is.the mental health/human service program.

director, but it may 1)6 another faculty person or an overall

field instruction coorklinator far an entire'human'services ,

divisiori. There is considerable work involved in ,recruiting
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raMI setting up.Aeld.prlacements'Df, a menta4hea/th/human 4

.

serVicp'program. In every aspect of recruitment, the faculty

'.person must.consider the partiCular needs of the agency and
. .

,be prepared to demonstrate th aavantages dfplaceMents

the agency..

AMong the possible appeoacheS re:

A'
. .

,Discussion withltheradvisory comM
-exploring. pl:acements for sqdpo
programs rgIONented by advisory
members )' . - #,,

, . .

-DIS, 'ussiosi with staff deyelopment'officers
Irf mental health kOr human service agencies

.,' .

WorkShops-
,,.

the;training,an& Use of merifal
health / human sOrvi'ce workers ffo'r IocT1 agency'
staff personwith an appeal for field.plac,e-
mehts in their` agencies

.

'Dirett calls, letters visits to agencies
or programS.thatmight ke good fieldplace-
ment settings .

,
. ,

st

---..../ \
Aftgr field placemehtS for students have been located,

ist.,
-,. %most; experts recommend that two 'kill of contracts be

.developed. One of. these ?s an overticontrAct,between,

c

the college arid' the agency, spelling out the expeEtations

of each party in regard to all field placements
,
'in that

. NP
other

-
)

contractagency. The oth kind of eract is an individual eon-

?I -
°

_
tract or,agreement among the faculty' coordinator of field

,placements, the field. ih-structor and the individual student,-
,

toe define what is to be, expected in regard to ea'ch.sudent's,

field placements.
.''' ,, . r
/

-4110;1
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The Overall College/Agency ContractTheepyerall contract between the college and the.field

agency \shojlld be -in writing and signed by responsible per-,

sbris for each paity. Ij many cases it will, be in the form

of aletter or memorandum of-agreement, but in some cases,

especially if money'is to be exchanged, it will have to be

in the form of a legal contract. Among the points of agree-

Ali will bethe following:

The numberS Of students to be placed in the agenCy
'at any, period of time, the lengths and dates of
theiriplacelpents.

The nature of the 'field instruction they are to
receive. _This will- note the general kinds, of ex-
periepces stuArits will receive, and from whom,
what-Ainds of supervision they will have and how
they will beevaluated.

;

What recognition or compensation' the field\initruc--
to will receive'. Some field instructors are given

inical-instructor" or "adjunct professor" facultyt

pointments by the college. Others are paid fees
for their services. Some agencies simply assign the
field instruction duties as part of the agency person's

overall job responsibilities. .

What the eoltege, expects ol".field instructors in the

way of participation in special.training workshops, _-

faculty meetings, etc.

What limitations there are to be on students. Are
there. Limitations to certain hours 4. bdildings,
services, etc.? Do students haye Wcess to 'all
records,,, including fiscal and adminPstrative records?
Are students considered to be employees for any

'liability purposes? Willthe college's liability
coverage be sufficient? Do stpdents make records
in clinical files?

4; What benefits, if-any, are to be furnished to
. students? Are students to be provided with meals
offiCes, travel compensation or housing? -Most often
these benefits are not provided, but the centract*-

should make this clear.,

96 li .
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These contracts or agreements between colleges and field

agenciks should be reviewed and re- negotiated each year.
A_

Contracts or Agreements for Individual Student Placements ,

These agreements are also written and signed by the field

placemFnt coordinators from the college. (This.person may be

the mental Health/human service program director.) It is

much'more a programmatic contract than an administrative
Sr"

contract. It spells out such things as:

The exact time period and days of the student's
'placement.

What the student is expected.to- ledrn or be able
to do aa result of this'spe-cific placement'.

.."*, These are best stated in graphic and specific'
terms called "behaviorapobjectives".(i..e.,
"The student will be able to accuratelyvobserve,
interview, record and report the findiftgs- from
mentally ill persons for diagnostic team con-

'-ferences.") It is well to avoid valgue generali-
ties such as "The student will'k,show personal
growtt."

, .

Exactly what the student will/be expected to do
during the field placement. This avoids the prob-
lem that sometimes, arises when no one quite knows

,

what -to expect so the student is left to simply
4%
(i

observe.or to browse thr,ough clinical files and
records.

ikt

The responsibility of the field instructor to
supervise, counsel'and conduct seminars for the
student,(i.e., 'how often?) If the instructor
is to as's4-gn readings,'w/lting papers, etc.,
this is 'stated here also.

The iesponsibility all parti es to coordinate
'the field lus.ping with the campus learning. ./

A plan for evalu.ktink whether the student has
attained;.the objectives set forth, together
with an evaluation of any special abilities,
needs or problems cif the student that may be
revealed during- the placement..

97
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A statemen of any special ad inistrative
r
arrange-

ments that re to apply to this s -student's place-
,

men (forte ample, if a stud t.is to: receivA
travel reimbursement for hom visits to after,l

scare clientg).

°
The student should be an active participant in planning

fof his.or her placement and in draftingithe contract. In

some schaqs the student is exp cted,to, apply for the field

placement and negotiate fob; what 11..e'.> or she is to learn and

The'agepcy is under no o 'gation -to-accept a student

who is unable to%prepare a plan that satisfies the agency.

This is godid for motivating students in their field g

and for preparing students for, later job-seeking when the

are graduates. t
1

IMPROVING -FIELD INSTRUCTION

Mentwl lealth/human service programs have spe ial oblems.

in attempting to improve.the quality of field inst uctl.on,

since they are often- limited in their ability to pay iinstruc-.

tors. However, theie are several mechanisms that have been
.

_

used to improve the quality of. the field instruction leicl to
.

better coordinate the field and classroom,programs. Among

them are.:

° .

Workshops on field instruction for all.f,idulty d-
field iristructorl/ These workshops might Pith On
such subjects. as 'the generalist concept,, concepts`
of adult learning, or evaluating student-perforMance
in the field.

Regular, meetings -of field instructors and classroom
)

facultyLperhaps'at a' monthly "brown-bag" lunch - -t
discuss, progress of the students and to resolve a
problems.

98

n



I.

A

;s3rei yrs,

Some classroom teaching by..fileld instructors
and some field instruction by classroom

ar faculty':

Annual or semi-annual meetings af*field.coorIli-
.nators and field instructors and selected students
to evaldate the various placements and to plan,
changes' for the 'next:year.

Alw

,
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mk
tdvaluating Students
Evaluation of an informal kind goes on all the time in.a

program, .but there may be rio "recolld of feedback of the bind

.of informal judgments that facukty,fellow students,'clients.-'

and the' students themselves are making about student's devel-

opment.' There is a need for systematic and structured evalua-
:

4.
Lion procedures.;

. 4

PURPOSES FOR EVALtJATIQN 0 STUDENTS _

AmOng the speNfic urposes for formal evaluation pro-

cedures -are: '

To.provide a measure
/-

of the extent to which
each studett haS met the objectives outlited

'in the currieulUm. Thesp measures will pro-
vilde,the-thasis for grade's and ultimately
-whet4er.he or she receives a degree.

.

-I.e provide,a means fo4r t he gtudent.to monitor
his oi'her or progress, observe hint41f or
herself' and-Yner4ease his or tier motivation:

Tolissay the effectiveness of the taching in
Vno/Sing knowledge and skills., This may
w

eaa to modifichtion in the.- curriculum or to
changing the methodS or content: .

. To facilitate job-s'beking byh#ing evaluation
documentaon of 'each graduate<s competence.

.101 ,
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To provide evaluation approaches for graduates
to use later for self-evaluation of their work

,

performance. rTh

'---Yjo account. t5 he college administration for .4..,Y

the'curriculu personnel, facilities and filnds
allocated to t ',program.

I -

To:account to accrediting 'arld'appfOving bodies
regarding the,prOgrOCtv'effectiveness.. ,

. p.

AToaccount to the ,commuoity fo the coTpetbncy
attainmentS of jyes-tudents .. This data may be , .1

used:im developing jobs -,of; in documentling the

4.rogralt fox,legislatorgrwofessional.s, con- ,

kumers or A,ehcy ad6ini:strs-tors., '-,.'

.,. %; ., -.. "- ,

..%BlLAINCFOR'"EL'ALOA110N -'. .,,

.
. ,.

. .., .

..
.

, . .

, . .e .=,

0 r r

'file proces'4. Of: evaluating studeffs.basiCally begins at,.
,

....- .- a

the 'time'. the vrogfam.Cs developed. The "gram objectives, and
7 .

. .

.
-

the detailed! curri.culuril objective wi11; be specified to the
I; , \ .

I.
poiiit..Where'they provUe,tle critedilaand*Ithe:pea'sures by

A

`4

. .

..which stUdent,evaluatioftteaW tOke placzto

.1'. P're'paring 4 student, to become a practitioner implies ,41

..,

.,
..

v.. ') %A
.- ..,

that there 111411be'A.Wne;Wledge-'*Ae', a base' of 'skills and

1

..
-... .

.

.cv.rtain valu.eS and s:qlffawar'erfqss:whith,will make up the
. -

, .N. . . ,
. . ., .

,

"core of competenCe" that will Arve .as the' objectives for
.,-

,evaluating' s,tudents,'im any PattiCulai.:mental

service:program: ..F.Or:an.);.indiVictial stu'den't

fl
might 1De, further. eflabor'atee'depending on ,any s`pecial,interests

health /human

the -objectives

or plans. that he or` she, may:111%re.
.

&EGOTIAMG THE EVALUATION PROCESS

With this background for evaluation, the proghm is'ready

.to negotidte.the evaluati ion process for individual ,students,
.

..
, 7
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facility and,field-in.g"t144ptors. ..The spcific,StepS are:

'A Clear Contract with Each Student
,

fihis may be an informal oral contract, bu'it is 'often

better to put the contract laic, a writteh memorandum. It \
Should cover such ifems as

What is to be monitored inknowledge, skills andp
attitude? el

Who wial d hp monitoring--students, faculty, field
instructor.

What time.Apmes are expected--days, weeks, months?

Whatforms bf documentation will be used--reports,
check forms, clinical records, rating sheets, con
f,erence notes grades?, )

An Understanding of Fest-graduate Re..sponsibility
.

.
. .

Explain Two students that ,the program will ultimately also
.. .

want reports from-them as graduates in employment and from .

:-
. J

their employers noting, how they are doing and what recommen-

)
dations '.,tudents:and employers may have for modifying the

program.

.'STUDENT PORTFOLIO

A usefUl device for a mental hpalth/humgp service -program

to deyelop, in collaboration with. each student, is a^ student
- (

,portfolio., A portfolio provides a frameWork for evaluation

of the student's progress, and it also provides documentation

. of the student's specific,anievemenis'w4.ch may be used .`

atangible recoid, of achievement when approachin'g'potential

employers for a job.

103
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The pdr,tfolio should be started as soon'as the student

is enrolled in the program and sh.Ould be.cumulative throughout

the student's'scbool experience. *Among the items that might .be

included-in the portfolio- are:

'A'statement of the program objectives in the
areas of knowledge, 'skills, values and self
awareness

,

A .copy of the specific contractcs) negotiated
, with the student (Additional,cdntracts may be
"4 neg(otiatedfor..each field 'placement.)

A transcript of acadOilic courses and the student's
grades

A record of,field,placements'and evaluati n reports
from t'

A realdstid.an& individual proTile.of the student's
knbwled'ge, skills, values and self - awareness

Student reliorts'of work samples dorie in classroom
and field

111

*he student will participate inNdeveloping and maintain-

inging the portfolio. It provides an' objective way for the stU-
.

dent to evaluate historl her own progress toward individual'

objectives. Later the student should, be allowed to sele

from'the.portfolio those items that he pr she wants in his.

or her dossier for job-seeking with potential employers."

PERFORMING' THE EVAIMATION .

In; he operating stages of the program there afre.se'Veral

pointsto consider in actually performing evaluations:
00.

What to E aluate

In developing the core of competence for the mental,health/

human service worker,'the material has been broken down into
. -

194 a.
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,knowledge-, skills, values and self-awaliness. These are use-

funcategoOe's in mdny ways'but they are not mutually exclusive.

The final objectiveof course,is to put these together into

useful practice roles. In evaluation there DTten is only the

ovett clinical beffaviOr of a student from Which to infer th ed, '°

knowledge, skills and values. However, with this word of

caution, it is still useful'to evaluate studentssin term8

those basic dimensions:

How to.Evaluate

The methods or techniques for evaluating students will

vary depe4lferon which objectives are being evaluated.

Knpwledge objectives are evaluated by the. use
of oral or written examinations, questionnaires,
written or oral report term papers, class'presen-

i-400.0iptions and pre- and post-tests. There is a great
eal in the literature about cho4ing appropriate

tests, designing tests, scoring and evaluating the
validity of the tests.

Skill objectivere evaluated by such techniques .as:

Structured observations and reports

Rating' sheets air charts to be filled
out by instructors, field supervisors
or peers__

Videotape playbacks of studentls per-
.

. formance

role
psycho-drarka

Logs and journals

/
All of these are based on the student's actual behavior.

Skills are the essence of being a practitioner. They involve

behaviors and the learning elf not just "how much" and "how long."

01,
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Skills are usually analyzed into gradually increasing levels

Na complexity and discrimination. Thus, an example of the Skill'

of interviewing might be taught_and evaluated at three levels:

Level 1 greeting, developing Apport,-
observing,'listening

Level 2 supporting, confronts g, ex-
ploring, paraphrasing

Level 3 us n& body language, eye con-
ta t, . and attending mechanisls
re ecting, interpreting

The student and, faculty will need to knees at whichl

level the student is expected to perform. Of course,

it is most Likely that the level of expected performance

will vary with the stage of the student's training. In

the ntst semester Level 1 may be sufficient, but ih the

second senleier the student will be expected to move to

Levels 2 and 3. This should be made clear in the contract.

Since skills are related to performance, they are

evaluated by observation of actual behavior. The student

must 6e abbe to demonstrate mastery of skill's.

Values and attitudes are evaluated by techniques
such as:

Logs and journals

Check forms by supervisors

Peer ratings

Attitude rating scales

Small 3g41'oup interactions such as

seminar discussions

ti
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A. serious problem in the teaching of values is that

people often profess on,e value /orientation but practice ,an
4

entixelVifferent one. For-/this reason it:is,almost

essential, both in teaching and evaluation,to require the

student to choose some course of behar#or and then to analyze
-4

that act for its value implications.
rt-

'Sqlf-Awareness is a critical' element in
human service work.'This is taught by
'techniques that require the student, to
confront his or her values; actions, moti-
vations, reaction patterns, biases,
'abilities and limitations. Self-aware-
ness. will be evaluated ,by methods that
determine the extent to which the learner
has gained conscious self-awareness and
has either acceptgd himself or .herself
or made efforts to'7'change.

Some methods of evaluating self-awareness
might include:

Personal counseling

Observation of behavior In small
grodp seminars

Supervisor's obsiervations and
'ratings

Peer ratings

I

FURTHER ISSUES IN EVALUATING SKILLS AND VALUES

Much has been written abOut evaluation of knowledge, but

there is not much written aboult techtiques for evaluating

skills, values and attitudes,and self-awareness. Just as the
..4

teaching methods are more experien4a1 than didactic, so the

evaluation techniques are more behavioral. They are oriented

more toward 49cumenting the student's achievement of.competen
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or' his or,41.0x need for further work than to scoring with

percentage figure or,grade. They thus tend to have grehter

use for motivating students to improve than primarily for
lit

grading.

Evaluation Techniques

Logs and journals are detailed records which
students maintain of their case and community.
work. Thesd'can be examined to evaluate how
well the student:'

Organizes material, summarizes and develops
clarity o-f expression'

Accepts responsibility and manages her or
his time

Defines problems and formulates plans from
flexible alternatives

Carries out interventions

Becomes aware of his or her own feelings
and distinguishes between them and ,those
of his or her clients.

Thee logs are regularly reviewed with the individual
student to evaluate progress and to suggest improve-
ments. They can also be made a part of the student's
portfolio.,

!Videotape playbacks are an excellent method Qf evaluating
students and having ,them see' themselVes as they actually
performed, This is a powerful motivation to improve. It
is particularly useful in evaluating:

USe of body language, eye eontact,'and
attending techniques

se of .interpersonal skills of genuineness,
ccUrate empathy -and non possessive warmth

Counseling skills

C nfrontation and supportskills

Simulations are a method in which studentg are given
role to play in hypothetical situations. They must
be t utioned not to caricature.the roles. In some

4
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simulations certain roles are almost,complete y
scriptedoo that the students are placedin m re
sta4dardiZed situation's. The "trigger" films%
.thatpose a brief (up to one mfnute) clinical.
situation from Which the students fake over the

, roles and play out the situation is anoeher
somewhat standardized approach to simulations.
Evaluations may be done4for:

. e%-.)

'Specific respones desired
y .

ConfrontatAn and Support skill's

Clinical prt\blem solvir

Counseling scfills

-

Interpersonal skills
N

. e
These should be processed with the student immediately
after the exercise. . - .

Small grouRseminars are useful in evaluatini'everal
skills and(values and in assessing self-awareness:

Group skills

Confronta/Lopama,4upport skills

Values regalding dependency, chronic illness,
death, work, intervention race

Self-awareness of own motivations, values,
abilities and limitations.

The small group seminar may have toibe gUided into
- some of these areas in order to observe student re -s ,
actions. It is important here also to analyze t4e
interactions' at once so that the -Students become
aware of their strengths and limitations and'can
make the apgrpriate changes in their behavior.

Behavior check forms,may be used for several aspects
of student performance:including:

Acceptance of responsibility

'Completion of assignments according to
schedules

'Collaboration with others

-109
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,Community ability,. both oral and written

Behavior check forms regarding the-specific tasks ,
that the student is expected to achieve can be used
as guictes for instruction and as evaluation measures
for hdW the student is ptogressing on' individual'

.tasks in his or her overall program. Following are

it
examples of specific behavioral expectations that
:students might be expected to achieve:

,Skill's and Objectives %

1 Is present at aia
Sessions, on time,"

'.makes advance prep-
arations

.,2. Observes an intake
interview

3, Conducts an inter-
view under super-
vision

4.. Identifies client's
problem(s)

St Assists in-formdlat-
.ing a treatment plan

6. ollows through on
treatment plan

7.:conducts,a:termina-
, tion interview

Conducts follow-up
visit

g. Presents oral nd
written report f

activities to s er-
.

visor or'in4tru for

JO: -Consul.tsiandoi ter
acts-appropriately
.with 'staff

SatisfactorilY
Completed

'of
110 1,2J

Date
.

omdents
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SECTION III

Community Development
c--
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Developing Jobs
Mental health/human service trograms differ from many

established technologies where t ere isgeneral public, pro-

fessional-an) administrative acceptance and where job descrip-

tions and positions are well established. However, it is

similar to the situation in which associate degree nursing

programs originally found their graduates ineligible for

licensure which required three years of training. Dental

hygiene and physician assistant programs haVe also had to

overcome similar job development problems.

The obligation to develop jobs is reinforced by the ,

fact that mental health/human service programare practi-

tioner` training programs which imply that jobs are available.

Any practitioner training program fa ill fail if substantial

numbers of its graduates are unable'to find employment or to

perforM satisfactorily in employment. While mental health/

human servile programs cannot make promises.to students or

potential students t1at jobs will be available upon gradua-

tio , there is still an obligation of the faculty and the.

college to work toward the development 'of appropriate jobs

k
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in state and local agencies. While, graduates will be expected

oat° exercise initiative to find their own,individual j.obs, it is

'not fair ta place upon them the responsibility for deVeloping A

j'ob market for themselves.

The faculty's role in job development activities_ is in

working with busy administrators and, professionals who have

other pressing responsibilities and duties. They are also
.

often conditioned by their professional training andAby

established personnel systems and practicel to prefer fully

trained professionals. Thus there is the double challenge.'of

4-getting their attention from a busy schedule and selling

mental health/human service workers in the face of a special-

ized .professional value orientation,

Job delielopment then becoMe edu64t=ional and

promotional activity which.requixes careful a*,peisistent

efforts directed. toward a variety of state and community

persons -- agency administrators, professionals and personnel

officials. It is not sufficient to do a single survey of

agencies or to have a single meeting with administrators. Time

and resources must be budgeted .for job development.
Aek,

himy aspects of job development can be combined with other
4.1,4 Au

program activities. The following are some of the points at'

which job development activities should nice place in a mental

health/human service program,

112
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PNNING A PROGRAM TO INCLUDE JOB DEVELOPMENT

Some 'of the most significant job development work, should

14e done in the plaVingjhases of a program. This will include

activities such as:

Obtaining Specific Information About JobS.While Doing

Needs Assessment. Surveys

The survey should seek specific job information such as

how many mental health/human service workers'each agency will'

realistically employ year by year, at what salariei, for what,'

Lettings and with what job responsibilities. The survey ould.
,

also determine what existing job openings are available to .men-
.

.tal health/human service' workers and exactly what pro edures

will be necessary to establish new job descriptions and budgeted

positaons. el

'Often steps ,to establish new job descriptions and riDw

19
. . .

positions require' action and approval by
s%

ever41 persons and

agencies such as mental health'.agency'administrators, personnel

-".."

and classification officers, civil service and merit 'system

Officia4s, budget officials, and legislatures or county com-

ini.ssioners. In, large public ager ies this is .a cumbersome

and time-consuming process Which often can require as long as

two years of meetings, letters and-telephone callS+

this is frustrating at best, but the'facuity'that le'arRs the

full process and plans for it from the. very-start is more

likely tote successful.

r
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Using an Advisory CollOottee.
. .- .

The advisory'committee members ,can be' very helpful in
, ..' ... i

f ' ,.
. - /--

job development. This ihvolW
-
at least three atpects of

.

..

ad cOmmittee activity: , 6

1.

1. Hive key fffiCials from thajor,tmploying agencies
-.on theaeNisory committee. This might be the
staff'develhvment officer of the state mental
health ag5pcyor2o local-hospitals or local
meAtalhealth:z.ente r pos'sibly'the personnel
.officers or the agency ditettors themselves.
The.s.e personA,can advise the program of steps

.

'needed .in jbb.developmeni and of new program
plans that'will require new WOrke'rs. They may
also facilitate some of the job development work '
in their-own agencies.

2: Ask the advisorrcommittee for specific advice
and recommendations for job development in the
commuhity. at large. 'They may be able to advise
the faculty of local-program developments that
offer job opportunities in non-traditional set-
tings. Perhaps the greatest job opportunities
for mental health/human service workers today
lie` in s all, non-profit agencies 'Such as half-

/

way libuse, shelteed workshops, board and care
homes, social rehabilitation. programs, .day care

.programs, extendOd care facilities, etc., whiCh
are .not'part,of,t:he large public bureadcracies
although they operltteoh.tontracts with public
agencies .

'3. Ask individual advisor committee memikrs to
help with various joblidevelopment activities
such as drafting job descriptions, meeting
with agency administrators, or hying indivi--

dual,graduates in their'own.agencies.

Planning Field Experiences

In planning which agencies to use for field placements of

students it is well to inquire about the likelihood of that

pgency's ultimate employing'gdUates of the program.

Agencies that express.no interest in hiring the ,workers should

4
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be given a low priority. for field placements unless the educa'-
. . ,

'Xional opportunities available to students in that agency are
, .

exceptional. Agencies are unlikely fa-provide appropriate
. .

role models for mental'health/human service students if they

have zo .intention of ever employing the graduates.

In planning field placements it may be well to.consfder

some of the small, non traditional agencies of the kinds that

may ultimatelyyfovide'jobs so that students get the feel' of

.job responsibilities and hcA to goabdut seeking jobs in such

agencies.

Ab
000

Opportunities in the Student Recruitment and Selection Phase

If the program recruits some .of its students from among-

persons who are already employed in mental health/human ser-

vice agencies, such as psychiatric aides, attendants in insti-

tutions for the retarded and drug and aloohol'counselors, not

only do these persons already have jobs; but they prOvide a

personal. entree to their agency for both the. mental health

worker concept and for other graduates of the program. A

The personal element is an. extremely useful strategy

in job development.,Agency administrator's and professionals

are much' mare likely to employ a person they know and have

worked- with than' to commit' themselves to an abstract concept

such as middle-level workers whom they have never personally

.experienced. Whatever opportunities (field placements, work-

shops for agency persorinel) can be used to personally expose

students to agency. persons and professiorials will help in

over 11 jop development. O
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A few schools began their programs-as a staff develop:
.

.

, .,
-

iment activity in collaboration with a local, mental hea/th

facility andx.found that this approadh opened up job oppox

ea
,

_ 1
!

tonities for.g\ther gr. aduates as Well. This approach has
,

been helpful to theragencies and more agencies are seeking
, .

this kind of relationship to local colleges.,

JOB DEVELOPMENT ACTIVITIES AFTER:THE PROGRAM IS UNDERWAY
I

There are many job development activities for the mental

health/ tan service program faculty once the program is

actually underway. Specific activities will vary s.omewhat

the findings of the surveys and with what the problems

and procedures are determined to be in each state and com-

munity. Some of the general steps to consider are:

Obtain Understalding_and Commitment from Agency Adminis-

trators to the Ideas of Employing. MentL Health /.Human Seriiice

Workers

These might be state, public, non profit ofTrivate-for-
.

profit agencies. Agency administrators are.probably the key

element in-job development. There is little point in working

with merit systems, lesgislators and' professional groups if

the local agency administrators,are not committed to wanting

mental health/humah service workers in theii agencies. There

are several possible approac es.

Personal visits to agency a ministrators. This -is certainly

preferable for certain major local-potential employers. The
program director (or other faculty) and the agency director
and his key staff can then explore all-aspects of employing
the workers in the agency and agree on a plan of activities

\
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that will hv followed in approachinglperpnnel agencies_
and aptiropriations bodies. Exploratory visits. of this
kind should he initf1 ated early' in the program's deielup-,

. ment for two major reasons: it often takesseveral months
to go 'through all of the.necessary administrative procedures,
and the agency may, reqUest that the training program take
steps to incItdeocertain competencies or 'roles that will)
require modest curriculum changes.

Txploratory visits of this kind May be arranged throu
advisory committee members or directly. well t
take along any written materials about mental health/
human service curriculum-plans, brochures about the
college, etc.

Such a meeting should produce a recommended, series of steps
to be taken by all parties. It is desptable to arrange for
one person in the agency, such as the staff development,of-
ficer or the personnel Offi,cer, to be the responsible per-
son to folApw up on these steps ,and to be the liaison per-
son to the mental helth/hUman service program. The college
program director should make a record of all of the steps
fobe taken, deadlines, etc., and then follow up on them.

In all of this, the leadership,- initiative and pleasant
perSistence of the college program dirbctor will be ex-
tremely important. It is good salesmanship and good
politics, to confirm agreemeilts in writing,make pleasant '-
teminder calls or.visits, offer to help in any way possible,
write thank-younotes, and express public appreciation.

Workshd s fOr e a enc ersorinel., The college mental
ea t n service program may sponsorr day-long work-

shops fg. local agency directors and other key adMinis-'
trator to explain mental% health/human service workers,
the program and curriculum, t9 introduce students and
to discuss field placements and job opportunities. The
workshop.approach is useful for reaching a number of
smaller and varied agencies. It has several ot49r ad-

. the o

vantages--it allows the agencies to see the A
exchangof

and
he students, it provides for wider exchan ideas- .

and questibns and it reaches more agencies at one time.
Uowever,'it is a'bit more difficult to get specific
commitments withOt.follow-up visits or additional work-
Shops. SREB has prepared a series of videotapes aO
publications which may be helpful in the workshop.
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Eleveloping Job' Descriptions -and-Salary. Classifications ;
.

--------__ '''
Most large agencies have forvia/ job descripticns_and

salary classification schedules fol all position in the

agency. Unless there arealready appropriate job descrip-
,

tions under which mental health/human s rvice program gradu-

ates can be empftryed,.it will be necessarjato write newbn'es

and get them accepted by some centraLpersonnel\agency. ThiS

can be a Ring process that requires considerable\negotiation.

It is almost essential that the operating agencie$ have de-

clared their desire to hire the graduates before the personnel

agency is requested to establish job destriptions, sOce the
,

requests for new job, descriptions ordinarily originatrom

the operating1 dncies-. The personnel agpncy isunlikel,y to

respond to a request to establish a newjob description that

ori inates from,a college.

owever, once the operating agencies have declared that

. . " .
-

they want mental health/human.service workers and have asked
.

0- ,thethe personnel agency to develop job de$criptions, it is quite
Ira

.

. ('

appropriate for the college faculty to help. Some o*the things

)that the college program director might do to hel re:

iGeit together with other,-mentaljlalth/human service.
programs in the stata_and draft a sample jo'b descrip-
tion of the duties%based on what the agency has.,de-

.Z7MTed it wants the workers to do.- This sample job
description can then be taken, to the, agency pepple
and to the pers,onne division. It' may be well to
refer to job descriptions from other states or
agencies.

Meet with people who are- responsible for developing
'the job description and get at through 'all .tire steps
that are required,fo,r approval: The faculty should

/ t



inquire frequently on- how the process'is'cOming
along and offer to .help with any.crhstions or
further docuMentation.

.

. The fac ity. should be 'prep'ared for the fact that ,

most per onnel systems, merit systems, etc., ate' '
Telucta t to 64Tablish new job descriptions. ,They-
are constantly under pressure to expand the number
of job descriptions and they want strpng documen-
tation for why each new job is needed and how it
differs from many others that lready exist.

Htlp with salary classification for the position.
Within the personnel agency there Ls also a classi-
fication office which must decide what salary class
to assign to each new job specification. Here also
the faculty may be asked to further describe-and
document salary

k
evels elsewhere,and what overall'

responsibilit- V e workers will carry: This is a
critical item in classification. The faculty should
be prepared for the reluctance of the.personnel
people to require an associate degree in mental
health/humaniservice. The personnel agency is much
more likely to require only "t4wo years of college"
unless there is clear documentation of why an
AA degree in mental health/human service is required.

Help the merit system prepare the examination for
the workers once the positions are established.

'Since this is not a profession that is already re-
. quired to take a licensure examination, the merit

system will require'an examination of all candidates.
The college faculty may also be able to suggest
examination procedures or'help design questions
that will measure the competencies required. Other-
wise, the examination as likely to reflect only
reading comprehension and the ability to llow
dire,ctions,- The .faculty will not be d to
actually prepare or even see the filial lamination,
'nit they may help with the examination's
development. -

S., All of these steps in developing job descriptions, merit

examinations, etc., are essentially matters within the agencies,

but the rollege has a syce in helping and facilitating the

process in whatOer ways it can.

jt3
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ESTABLISH.POSITIONS, IN THE AGENCIES

Even after all of this procedure to establish job descrip-

tions, classifications and examinations, ,theijob 1.6:not com-

plete. fhere must still be'specific budgeted positiewas

establishl.ft...A the atencies before any gradutes can be hired.

.r
For. the most part this requires obtaining funds fofthe position,

bit there are other aspects of it. The c011egp may help by:

Supporting the Agencies' .Requests for Funds for New

Programs and Positions

This may be' done by writing letters, making personal Calls

or visits or testifying before committess of legislatures.and

county commissioners, If funds are not granted, the positionS.

are unlikely to be established. . This step is primarily.a polit-

and public relations matter, but it is extremely important.

In some agencies that 'operate oka-biennial budget, getting'

sufficient funds allocated in the budget may have to be

initiated' up to two years beforehand.

Assisting the Agency td Establish thg Organizational

Structure for the New Workers
AP

Aftef funds are obtaiped,.the agency must decide where
I

it is going to assign_the mental htalth /human service workers

for both programmatic and administrative supervision.

they be assigned to one of the existing professional duart-

ments (i.e.', nursing, social work, psyc1 5gy) ociwillothey

be assigned to units' (i.e.,children's unit, alcohol' unit, C

admissions and treatment unit, day hospital)? The college'
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can help the age ty explore the alternatives and establish

administrative 1 nes and procedures. Agency staffing patterns

and procedures ./ ry greatly fit agency to agency and from

time to time.

In many smalle

Sometimes- small ag1encies are ,able to convert money from want,

positions to mental healt,h/hulan service workers. They May

agencie s :these' procedures are muck Similler.

/' still need help in setting up new positionsiend procedures,
-

and the college fagulty shoUld stand willing to offer he

Using Field Experiences for Job Development

The faculty want to work.cloely with agencies to en-

courage them to pla to employ some of,the students who were

,assigned to their agency on field placements. This means that

. the faculty must be sure that-the placements are woring oat

well, and that any problems are wor ed out promptly lest the

agency become doubtful of whether i wants to hi-re graduates

who might have the ,same problem ag, students.

Individual students should be encouraged to explore with

their field agencies the possibilities of .emp-loyment, upon

graduation.

Using Part-Time Instructors from ,,the Field to Develop Jobs

This helps to develop jobs and. gives a practitioner role

model for the studeny.

A
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Preparing Agency Professionals 'to Introduce and Use

Mental,Health/Human SerydAit Workers

Preparing the professional's of agencies that will employ

the workers is of special importance, since some professionals

may have no firsthand experience with middler-level workers and

'thus may tend to think of- them as only aid,ps. They need .help

in understanding the generalist concept ,and how their roles

as profes'sionals-"will change to_ focus more,on consultation

_and program administration than on direct client services. ,

-Thi8 may be done,W.,
- ...,

Working with professionals of the agencies in which
students have field placements to assure-that they
understand the concepts .and that they. function 2'11

. these_new.roles in relation to students placed there.
.

. ., ./Y,

Holding training workshops for the staffs kf agencies
.

that plan to hire graduates to explain the,c611dge
program and to discugS the kinds of work the graduates
will do as ,employees of the agency, such as making-en;
tries in the clinical .records, providingaprogramMatic
suptrvision and team relationships. 'Professionals may
block the administrator of an agenc+ from liring,the - .

workers if they ao not understand what the. workers calif'
, do) and if thqy object to hiring anyone except fully 40

trained professionals..

d ifit A
% PREPARE STUDENTS FOR JOB EEKING--';',

%_
1.*

. Haying an ides of hqw to sell themselves: to
agencies that had nett thought of hiring Tental
health/human service workers. This involves a
carefUl. blend of pertuasion and humility,' but
it is ;often important in elling one's self
to potOtial employers.

The /acuity wil) do'w I to assure that stulents-are
... .

r
prepared for Je

.

seekTitg. 114. Might include:

Knowing.where jobs 'may be how'to-Pill out aa
appli.ratiti'n, what to 4ay in an interview; how.
to talc,e a' merit examination, ett$

.

'
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JOB DEVELOPMENT IN THE EVALUATION PHASES'OF:N<PROGRAM

The mental health/human service program may be able:tO

do a good amount of job development in the evaluAtion p'ha'ses

of theprogram This is partieularly-So if the college pro-,

f gram wilt be changed to comply with.evaluatidn findings.

Evaluation studies will document what graduates of this 11

pa elt ular programare.doLng and how well they are 'doing it.

This kind of documentation is often helpful inoselling the .

graduates tc$other Igencies'. *Their performance is now a
.

, .

-fact--not Aere proposal. . . .
. .

o
4's. .

,..'"
. ,

Evaluation .studies will Show areas in which the program,.

might be modified or expanded to Setter meet. the -job needs

newlyofrexistingand newly developinfg agency requirements: 0nqk

1
t agram hasosome replita,d6n...foY achievement and 'flexibility,

---. , ,
.

~this . . . .

kind of evaluation may encourage. agencies to look even
4

I

mare 'to the college.for'help with their manp6er.needs.

*-Have,the faculty serve oncwarious boards, task forces.,
4%. I

citees, etc.) for local mental -health- OT human service
.

agencies and:associations to learn whal the agencies thihk

;fl:E mental healtil/hUman ervice workers aril to put in a word
..., .

4 '

emp
tr P f

/ fbloying them in appropriate generalist wiles,. The other,
. V

beard members and agency directors- also get to know' the mental
-1.. ,

alih/human service piOgiam faculty and devjlopa greater.-

'und standing and.sespect fol what its graduate's can do.

.

. 11, : , li. Air'
41 ,

* ,

a ri to
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Advisory Comitittee
An Community Relations

A D * / S O R Y COM m ITTEES

.
The, appointment raid use of an advisory' committee the mental'

$ 4j
health /human ..service pro

*
for relating the colle,ge -tra

a ilighly recommencd technique

ing 'program to the docalircommunity,

`Ideally an advisory ,committee will ,be appointedas soon' as a

Itntative._ decision has been made to, (Vlore or establish .ar
.

menta).: health /human service pr ram. .Flo'weirer; its wilrIwntinue

to sery:e beyond- the implementat,ion ReriOd -of the program, although
,

it w,illthe very likely -to rhange,41 s role , compos,ition objec:

tines well to keep in mind at diff)rent pe-rs.Ons 'may be'

4

chosen for dOing- studies and developing a program plan from` tit:0e -

. * . .4 ' .
i who will best be sable to.serve-during the implementation andaftef:

- * .
, o

the prog.ram is under way. It is important that the adirisory .com '0 t.,. 4

Alarttee-, A ieriousl us,e1 with respect of the faculty,. the' community ,,

ilk 434''''
e

.0
N.) .

.

the administration and the students .,* l'
0 'A : ...6

FUNCTPONS at THE ADVISORY, *COMMITTEE
. 4

'4

4, ,
.

making.
.

Committees may be advisory or policy akng. For most
. ..; .....,,i

colleges the: emphasy will be on advisory functions. However, .
..

' .',.
they Will also hav,e Much serious, work. to. do: v

olf 13 9
0 0
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Study of Need for a Mental Health7Rtman Service Program
.

An early function of the advisory committee will be to

advise the college on the conduct of a study of the feasibility

and need for a program at the college, It may actually carry
,

out the study. In either case the committee will work in close

cooperation with the College administration'and the college

faculty, who will most likely, b'? involved in the program. Somel_

- members ofo-the Committee ,at this stage mdght be college faculty.

Development and Implementation

Later the advisory commit e will advise the college

administratiliCon the develo ent and implementation of the

program including' assisting a d advising in program objectives,

curriculum objectives, obtaining funding, establishing policies

and procedus and recruitment of faculty 414 students.

Developing Field PlOcements and Jobs

Mother function will be to advise and help the program

to'develbp field pliacements.in community agericies and to advise

and help theerogram to develop jobs for graduates.

0

Assistincg with Colmullity Relations

During the\operation of the program the advisory committee

jr, 'cal) be helpful in developing commonfty understanding and suPport

for the program: This might include relations' with local news

media, professional groups, community agencies, senior colleges,

anbikpublic officials. To some extent the members of the advisory
. f

committee may Ake direCt presentations to community 'groups.
a.
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At other times they will advise the college and the faculty

onprocedures for developing community relations;
0 r

Feedback and Program Evaluation
.

Another major function of the advisory Committee will be

to give feedback to the program about how its students and
.

graduates are doing and to advise on overall evaluation of

the college program,

STRUCTURE OF THE ADVIWRY'COMMITTEE

The structure of the advisory committee will vary, from

college to college. Ideally there will iv 'simple set of

by-laws or guidelines that spell out exactly what some of
4 8 ,

the structural. issues s4l1 be. These might include the

purpose, members p, texts of' offAe, how new tembprs are.to

be chosen,' calendar .officers and methods .of

selection.

*44(*.e..1,
,

Membership

The nutber, ,Of. persons on the .comm,it tee will vary, bqt a

manageable siis 10 personsscithere might be more for" an

original stuajr'group: Primary consideation in se'lecting met-
,

beTs should .be.kivenep rbpresentatives of the community's

major mental he tth/human service agenciees& and potential field
4

placement genes and '4mpldyers.
74
A secondary consideration

. ,

is to have rep sentation of the various pfbfessional discipr

,

lines. -Consumers may be r4Tesented.tby mental health associa-*'
I OW

AlipnS; associations .for retarded' citizens, etc.' Local community,

24
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.,leaders, ministers, political figures may be asked to serve

on the committee or may be invited as special guests for,

specific meetings. Later on, provision should be ma4e for

students and graduates to serve on the advisory crmittee.

Attention should also be given to newly develing'agencies

where futui-e employment opportunities may exist as -well as

.4to" traditional and well established agencies.

Committee members-are usually selected by the person,

most diredtly responsible for the program--the program

administrator orthe department or division head--with the

4
ac ctual.appointment made by the ollege presiden -t. The

dual responsible for making the selectiOns might seek the

,recommendation of community and college personnA.- With

this step the political life of the program begins.
t

Officers

The selection of a chairperson and other officer is

done ideally by the committee itself, but they mpy be

appeinted by the college president or the progra, director.

A-vice chairperson is also'desirableand perhaps a'smalia,

executive committee if the overall committee is large.

Terof Office

The, by-laws should'spell out the terms of officlifor.,

each member as well as for the officers. 'A common approach

is to appoint three-year terms, with one-third of the appoint-

ments expiring each year. In any case,., the terms should be

staggered so that a ma ority ofaimbers will remain beyond

128 141
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each term. The terms of office for the chairperson. and

vice chairperson shbuld be at least one yeaK.46

Secretarial .

44.

The secretarial functions of the advisory committee will

be met. by the college. This includes. arranging 'meetings,

priparing the. agenda (With the chairperson), preparing and

distributing minutes, and dofng any other special work.

Subcommittees

At, any time the advisory committee 'may need to appoint

subcommittees. Some common topics for subcommittees are job,

development, field experience,.curriculum,and community

t relations.

PROCEDURES OF THE ADVISORY COMMITTEE

Meetings

The advisory committee should meet at least quarterly

with aclalti.bnal meetings scheduled if needed. The mealt/ng's
,

.should be schedule for the coonVenience of the members, not

for the convenience pf the,college. This applies to both

time and place.
1

ibr

Agenda.and Minutes

There will be a prepared atenda for each meeting. 'he

agenda is set by the program director and the chairperson,
1

well ahead of the meeting.. Copies of the agenda are then

sent to the members with notices of the meetings.

129
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Minutes should be, taken by the program director or a

secretary- appointed by the committee. It is a function of-
.

the college to see that these are done incomplete and

timely fashion. Copies are sent to all members and to other
,

410"

ley persons such as deans and department heads.

Relations to Administration

The deciSion to have an advisory committee will be .

cleared lid understood. by the college. administration at

the start. The admiriistration should be responve to the

recommendations and advice of the committee whenever possible.

It is the program director's responsibility to represent the

ecollegVs,orientation to the-committee and to act as liaison

between the committee and the college.

The committee serves as advocate for the Program. In

case the committee finds itself in a communications break-

down with the program director, the committee officers may

find it necessary to meet with higher level college officials.

Formal.relationshipsbetween the committee and s"tudentS

and the'commit'Kpzd faculty wilI ordinarily go through the

program director. loth students and faculty should be encouraged

tp attend advisory.committeeftmeetingswhen feasible.
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COMMUNITIr R E L A. T r 0- '1\1 S

Effective community` re4tions are Crucial to the survival of

the program. The survey of needs and the advisory committee

.,ihouldllielp assure:that the program's objectives reflect cm-
.

munity needs and are modified frol time to time as community

needs change.

NEWS MEDIA.
a

News .media relations are frequently coordinated thrpugh

the college public relations office. Publicity in newspapers
4

and on radio and TV has been useful in educating the public

about the nature and scope of the programs and has helped in -

recruiting students'-and in motivating agencies to participate

in the program. Media coverage also serves as a morale booster

to Students , faculty and participating agencies.

A program newsletter that is sent periodically to local

media,.professianal organizations, local agencies, alumni,

other departments of thecollege and interested individuals

can be helpful in maintaining community relations and communi.

cations_ /

a

PROFESSIONAL ORGANIZATIONS

The local and state professional societies involved in

mental health ald human services should have an, .awareness of N

what the "mental liealth/human serviceNrograms are about.. They

need to know about the students, faculty, curriculum and the

kinds of graduates the program is trying to produce. IV, is

-4,
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to the .college program's advantage to make special efforts
. IP
to keep them' informed. Imeiri.Kidual faculty persons should

become involved in, their profesponal groups whenever possihle.

They should also make special eff4ts to pre -pare papers and

make presentations about the program,at the meetings of these
14.

groups.

LOCAL VOLUNTARY AND PUBLIC AGENCIES AND ASSOCIATIONS

The faculty of the mental health/human service program

may serve on boards, committees, task fcirces, and as consul-

: tants to staff development in local voluntary and public

agencies and institutions. This kind of service not only pro-

vides evi'dence of the program's realistic commitment to serv-

ing the community, but also provides opportunity for the

faculty to learn more of the problems and needsof the agencies

so that studerts can be trained more appropriAely. It also

provides for better community understanding of the college

program and helps to develop job .opportunities for i-ts

graduates.

The faculty will need, to organize periodic workshops

for leaders of local agencies to explain what,the mental

health/human service program is trying'to do and to explore

the development of field placements in the various agencies.

In all of this it is well fot the faculty to take the initiative

rather than toi, wait for invitations. The agencies should also

be sent copies -of newsletters or special reports from the

college program_'
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RELATIONS TO EDUCATIONAL PROGRAMS

i There are foursmayor areas'in which the mental health/

human service 'program in the community colleges will have

relationships with other educational programs:

1. Local high schools. Re atiOnships with local high
schools will be' helpf 1 in recruiting students. The
emphasis will be on w rking with the high school
guidance counselor. igh school students may. be
encouraged -ttivisit the college program and perhaps
todevelop human ser*ice clubs which do volunteer
wort in collaboration with the agencies and the
college program. Lt,maht also be desirable to
establish special preparatory "programs id the high
school and early enrollment programs in the college
program for selected students. High school classes
in psychology and sociology are ;specially promising
placesto plan4such programs and to recruit students.

2. Intracollege. The mental health/human service pro-
gram will want closeaTelationships within its own
college in order to share faculty and resources.
For example, it may be desirable to have someone
from the departmentof nursing teach about medi--
cations and first aid, while the, mental health/
human service iihstructor helps out in teaching
mental health nursing.. Some of the areas in -which
there might be especially close ties are the social
science depaltment,, department of nursing, the
counseling service, the instructional materials
center and the community relations office.

3. Intercolleg (other community colleges). Relation-
ships with other community college human service
programs may help in sharing instructional -taterials
and field 1:).1cements. If all_, the community colleges
in a state/work.together they will be more effective
in developing'jhb descriptions and. appropriate
salaries the state personnel system.

gr

4'. Intercoll e (with senior colIreges). It may be
po'ssi share library materials and field
supervis rs with nearby senior colleges and pro-
fession schools. There should he collaboration
rather han competition for field placements and
field i structors. It will also be desirable for
the co unity colleges to establish relationships
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1

with senior collges to facilitate the

transfer of credits fjpr students who wish
to trantfer anVeintinue their education
toward a bache degree. The senior
colleges need an understandihg of the men-
tal health/human service programs and a'
way to evaluate the graduates for transfer.

b

bob
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Administrative Leadership
There is a considerable amount of administrative leadership'

to be exercised in conducting a mental health/human service

program. Cellege officlals need to recdgnize that there are

definite administratpie-responsibilkies in'this position,

`and_ the mental health/hliman service program director must

func as an administrator rather than primarily as a

.

teacher. He or she will organize activities, establish

structures, systems, records and relationships that would

not ordinarily be a part of teaching duties. 'FOr these
. A

reasons'it is generally recommended that the program direc-

tor have some previous administrative experience im an agency:

setting rather than having wily teaching or only clinical ex--

perience.

SCOPE OF ADMINISTRATIVE DUTIES

Much of the literature on administration leaves the im
,

.

pression that the administrator is concerned-ioniy with the' ..

programs, staff and resources for which he has direct responsi-

bility. Howe this' is not the case in admidtstering a
, .
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mental health/human 'service program. There are also many

administrative. functions that are externi100 ,tote program

.itsclf,but which are crucial to its s,uCtess.
*

Internal Administrative iunctions

Among the internal administrativ6 functions of the
;

pro-

gram director and faculty are:
4

' Setting the objectives for the program. This is
perhaps the most important function of all, for
it provideshe framework within whiclithe pro- -

.gram will be designed and operated. ATI it pro-
vides the baSis upon which resources, authoriza-,
-tions and external r*lationships will be negotiated
with the rest of the -college 4md the b.ommunify. 'If
the progiam has a well-articulated statement of its
objectives,,the,answers will,beprovided automatically
for most of the questions that will be asked by'deanay.:.
presidents, other departments of the college,and ot4-
side agencies.,

.

Setting the curriculum objectives and plans. This may T

be done by a
but it is the program-director's

mmittee of faculty rather than by the.
program direc
responsibility to establish the mechanislp,- set the
guidelines And- schedules and see that it done, : .

Establishing written policies regarding many asp'ects

of the program, such as:

Recruitment, orientation and personnel
:practices regarding faculty,

Recruitment, selection and promotion
-or-dropping"af,:itudents

Field plTcementt

Evaluation of students,'facUlty'and_
the program.

1

441,

fl

'11

In preparing gthese Poli.diesthe program director may' -
. use the advisory committee and.committee0Of ;the-
fAcultY, but again it is the responsib'ilitof the
program director'to establish the.mechanis5*, set
guidelines And sciedules to see to it that they-
'are' satisfactorily, completed and promuigittedLi

,
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, apprOpriate per ons in the program, in th,'
- J c4.11ege and -in the community ObViously,

such policies ust be consistentwith'the
overall coll ge polidies,abut often there-

,
are, more specific points to be elaborated

- . for the nWntaL health/human service program*

a'rin and
ro ram. inclu e ma ing up the ihdfnl
u .get plan, making necessary modification. and
then keeping accoUntof expenditures as the-pro:.
gioam progresses. ,.

,
4

, Recru" selecting and orienting
andp44' e facult7.

, Recruit lig*.selecfing,andltoun ding students. .

. /*
Evaluating students., faculty and the_overall
program, /7°

.

., ..

Dttectine'an&Cod*.inating the overall program.
ThiS involves directing people, setting,schedules,

,-- . -monitoring progress, sensing. and resolving proAlemS
<,

program modifications whenand conflicts and Making pro... 0
"indicated,

, '
, , .., eb

.

Ordering or preparing gpecial-equipment, supplies,
library materials, etc.

si

4,
.Preparing reports of progress', problems, etc.

a4

External Adinistrativ Functions

-MiThere are many external administrative functions ofathe/

program c> rector- are iMportant to Ile overall success, ' .-

*.

cif 46,6gram. These include:

lk.As'sessing community needs: The initial assessment ,4 of cozmunity',needs for middle -level workers may
haveleen done before the program director was
employed, but if not%this becomes hi-s' or her
retponibility. In- any case, it will be necessary
tOtreassess the needs every few years4:as the'c m-

. tionsopella..ty will change its pragr,ams.2ndeits per
,00rke UsfulnesS of mentalllealth/human- a ice*
4Workers..

151 4.
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Working with 'the advisory committoe,..The advisory
committee pay also have' been est'abs ed before the

0program director was employed. f this will be
his or he-r task. The program direc ill establish
by-laws, and work with the committe'e's chairman to
arrange meetings,,-send out notices iud materials, -

prepare ,end send 'alit Minutes of meetings, etc.,He or ,s
she will'also be responsible fdr new appointments as
terms of members expire or as vacancips.wpcur.

Working with college officials to obtain' funding.
Oncethe program director has pi-epared the budget,
he or .she ust work with deans, division directprs
al'0,fisca officers to plan strategies for obtain-.
ingftqflin s_ The procedures for doing-this.vary froth
School to'schoo1, but the 'program director laust be-
come kno0edlbable-about what those procedures and ,

.schedules 'are. He or she pshobld the be prepared
to make adjustments in the budget once the college
officials have the final' budget approval. He' or

e she mi)11 then ,negotiate with the division director
. di dean any later changes in budgets that turn( out
. to be desirable. .

Working with' outside asen6.* to obtain special
grants orcontracts for additional funds. This
will include preparing*grant requests and contract'
drafts; clearing them with the cIllege officials,
especially deans or divisioredirettors and the
,cbllege's grants manager, if there is one. / Then
:there will be the work of negotiating ith outside -
fundiA agencies, hosting site visits nd making
any necessary budget modificationS n the grant

. is awarded.

1 Working with other departments of the college. This
includes working with various departments of the
college/to make' -other courses relevant 'to the mental s

hCalth/hvman service, program, and to exchange .tech -,
ing with other departnients. This may'involve.working
out the relationships with the,counseling serviCe.

1'

`NW

7

e 4
Negotiating with ,division directors or dens - regard-
`i sanction for unusual teaching techniques, such

videotape playbacks, encountxoups, role play-
ing, simulations and practicum wor.c., Clear objectives,.
and documentatfon of whatis going on in other colleges

'are vital:

Negotiating field placements and Preparing contracts,
guidelines, schedules and faculty appointments for
supervision. In large schools there may he a director .

,
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of field placements who monitors this aetivity,-----,
but it is often the director's job and certainly
his or her responsibility to see that it is done.

'Negatiatin& for job.s.....for graduates. This also
.intlOdes working with staffs of agencies to

. /acquaint them.with what jnental health /,human ser-
vice workers are, their training their competencies
and how to use them.

Arranging and conducting public relations and com-
mtkity relations. This will include' relationships
to the medi'd, local professional groups, locale
voluntary-groups and local human servic% agencies
and institutions.

Neptiatiang with oth ()lieges retarding sharing .

faOulty and resources,-transfer.of credits and
students. Four-year colleges and graduate siAools
as well as other community colleges are included.

Serv.in as liaison with national and regional groups
'rFgarding professional development of the mental health/
human 'service movement, faculty development .and program
accreditation or Approval.

ISSUES IN ADMINISTRATIVE PRACTICE°

Experienced mental hea4h/human service program directors,

division directors,an college deans and presidents agree that
/

there are certain practices that make for successful.adminis-
..'

"tration of ,a program. Among them are:

A Clear and Complete,S of Program Objectives

The statement of objectives becomes the basisuporr which

all of the administrative and instructional functions are bfsed

and justified.: Thee statement o objectives providesdirection

and guidance4for all parties--college officials, faculty,
I.'

students and field agencies:

-
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Knowledge of the College and of External Groups

TheprograM director shduld be knowledgeable about the

'college and about the external groups.to.which the program

relates'. This includes rather detailed knowledgeof such

matters .as:

- Flow the college get is prepared and negotiated
with state or Cal oioficials

What outside grants -are available and the policies
and procedures of the fun4ng agencies

_What the college's obj.ectives,policies and procedures
- are regarding faculty and, personnel practices, student

policies, off-campus learning;,fielA training, outsi4
certification, etc.

How field agencies are organized, funded 'and' administered ,

e

Handling S ecial Requests

-Me program director must clearly think through the

consequences orspecial requests he or she wants to make_ of

the college pox outside agencies. Ideally the director will'

have'thou through all of these requests and will give.to

college of cials or outside persons,_a complete anal'sis of

the problem or teed, the alternatives, and a recommended

solution and the reasons for it. The rrogram director should

%avoid-presenting problems or impulsively conceived -notions,-

that have not been analyzed. Problem areas may t e explored

with these persons, but not dumped in their laps for them

to .solve .

The effective administrator wilf take problems to his

facUlty. andstudents for their suggestions, but 1>ii31 take

proposed solutions- to his division directors, dean, president
.

,
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and outsiIe groups. Of course, proposals.' should_ also be

consistent with the. policies and objectives of' the college

and the outside agencies or groups.
1

Establishment of SysteMs, Schedujes, Procedures
.

The program director will establish systems, schedules

and procedures that allow faculty, students and clerical JP

staff to function with as5urance of what is to be.done, when

and 110W. It allos the program director to meethfs time,

and schedule commitments to the College administration regar4-

ing budgets and reports. 7
I°

.It requires a considerableegree of persorial arganiza-

tion on the part of the program director to get all of, the-

.many activities accoMpli. He or she Must be able to

schedule tiNme so that outsid&relationSthips, planning, pro

.1raiti evaluation and prolram modification as Well as day-to-day

activities are all taken care of. He or she must allow sub

fitient lead time to meet schedules.

Written communications

The pragram..director will put the objectives,

procedures, schedules,'agreements,,propalals, etc., in writing

whenever possible. These can 'be dated, coded and otherwise

systematiled ai distribvted to all appropriate persons--student,S
faculty, college Officiafs, the advisory cpmmitfee and community

agencies. Commdhication is a critical element.of administration,

dnelcris best done in writing once arrangeMents are' agreed

upon.

141
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ADMINISTRATIVE ST' .

The program dire4or will have to choose an administrative

style that suits- his or her own tpersonalityliand still gets the

job done. Some of the Qptions are: 1,1

Democratic Particiratory Management

_
.

With this- type of management, virtually all of the faculty,

and ,staff are involved' in consider rig issues and recommending

policies. This is generally ''conside&-e-d to be a highly desirable

administrative. style by mental heal n service professionals.

It has certain hazels, however. 'It tends to be slow and it may

head to fiiction of the staff if issues are not skillfully'

hafttl-ed.
S

It is' important for the administrator who uses ,this type

management to realize that he or she must 'affirm a policyg
.

.

and -take steps to implement- it. l'he fact that the staff has

recommended .a certain policy does not -atitomatically affirm it

or implement it.

ANpther hazard lies in the occasional tendency of the
, . 0

staff to voted for policies on a personal basis rather than on

the basis of what is really peed I d.,
,..

Management by Committee

This is a style in which there a're committees of staff

asrsigned, tok crtain funtignal area (i.e., curriculum, stadeRt

/affairs, persOhnel), and all relevant patters are ferred to
/

the appropriate committee for study,'pollicy development and

142 .
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implementation. This is especially!helpful in large programs.

The program d r's resposjeility theq-becomes one of

definir the tomm tteels'charge, membership, time deadlines

and, coordinating and affirting their actions.

,2

Personal Direction-

This may be of an iftocratic or charismatic style in

which the prograM director' makes most'of the plan poli6ies
i.

and decisions and does mos of the Work himself. This is

ii -1'

often the only alternative in'a vetY small, one- or two-person

departMent. -It has the advantage of keeping the program cOT

ordinated and quick to respond. However ",. it is very taxing

on the program director.

11,
ISSUES IN NEGOTIATING SPECIFIC TROGRAM ACTIVITIES'

There are sorne issues for tfe mental healthhUman ser ce

program director tei'keep in.mind when negotiating specific

,activities for which he or she has responsibility. Among

them are:

Neetiating the-Atget'

I

The program director should learn the budget process

which the college itself must undergo and be prepared to work

withip that sys tem'.

The.program's budget 'narrative arldocumentation.shoud
A

be complete, but also stress a few highlights. When the

college officials plead for their budgets before county

commissioners or state-officials, they are usually given

143 15
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only a few minutes durinimghich they can stress only a few

highlights s-that se'm to strengthen the college's case. If ..

_

).

the'mkital health/human service program directo_has already

stressed these highlights in detail,' the colle ge officials
1

ate likely to pick them up in their presentation.

The political process ttat alJoscates funds to pUblic

agencies is only partly rational and sa the piogram director

must be prepared to make modificationgin the budget plan

once the budget is allocated. The program director should

have in mind where he or she would make cuts,,,:since the

modifistations are most likely to be cuts. Cuts are likely

to be rather minor (i.e. , 5 percent), so that it is usually
. ,.

possible to hve,with them.
. i
tc.'

- 1
. .

$ ,
The program director should learn what budget terms art'

standards are most important in his collegenduse those

terms in hisipreparation. In many colleges the .stand/rd is

-----
the "Full Time.Equivalents" that are gellerted by each prograM

and costs per student. However, these are _calculated in ,

1 *-

different ways in different colle ges.

Requesting Special Arrangements,4

4

,
-, In pleading with collegeoofficials for special arrange-

mekts.,,for the program, the program directoi should-stress-the

ways in which his or her program is similar to other programs

4 in the college or in other colleges, rather than st"ressi"ng,

the differences.. There is strength in numbers. The college

administrator is likely to be exasperated with. the fact that

s .
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ev y program feels tht it is "different" and has special

needs. The mental health/human service program director

can help by:

Stressing hOw this program's needs are similar
to those of other programs on campus (i.e.,

" many allied health programs require labor ory
or field placement- hours in local hospitals

A Stressing what,is,.being done in mental heaJth/,
human service .programs in other colleges. Use
materials from other colleges or from SREB.

11.

Stressing how the programs's needs are related
to the program's objectives.

Having the administrative director alkend national
or regional workshops'on mental health/human ser-
vice to gain a better understanding of these pro-
grams. y

,Stressing all of ,the "iegitimizers" he or she can
(i.e., recommendations froth the literature, the
program objectives, elf advisory .committee, other
colleges).

Negotiations Within the Eolfege

In negotAting with other.departments.or divisions of

the college, the progfm'diredtor will initiate .contacts and

work but tenta ve arrangements, but formal' agreements will

be.confiTmed in writing after approval from,appropriate
...

division heads or deans. If conflicts arise in such negoti-

ations, the division director must be involved.
.

. i
. It is helpful if program directors or other faculty le-

4 sons who negotiate with persons outside of the mental health/

[
. .. . ...,

,

human service program haVp,titles,that indicate,Marmgerial
)0

roles such aS "Program DIrettor" or "Coordinator of Field

Placements" rather than just pTofessional,rank.

0 1451
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The program director sho d. 15e aware that when

probkms reach the dean's, office they usually represent

lack of clear objectives, poor communications or lack of

clear course outlines.

The program director shpuid be _prepared to negOtiiite.

This means give and take. He or shee will come well prepaied

with background information, explicit statement of the prob-

lem, or need, alternatives thAthave been clearly thought_put

and.recommendetions. He or-she should Ie specific, honest

and open, and should initiate communioationS. He ,or she

- -

should try to unders,tand both sides of" an issue:

Internal Audit andAccreditation Programs
.

The college is always interested in knowing whethet its

programs are good programs and whether they are doing the jOb

they 'set 'forth in their objectives, ne college officials at,'

.likely to look favorably on programs of internal audit and

accreditation.
4

Internal audit procedures areftspecially welcomed
by administrators.

Program accreditation or approval is likely to be
favored, but. with certain reservations:

What does it cost? -

Is j.t required and what does it mean
to.the college and to its graduates?

\-
Oat:,other services "come with certi-

41'7, °.'-ficatAgn.such as consultation,
faculty development?

What short- and long-range commitments
ate required?

.
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--/ Negotiafions\with Outside Agencies

In negotiations with outside Agencies , such as for field

paacementsor community service work, the program director

will work closely with, college officials.

,It often helps involve the president or dean in

initial contacts-since he or she represents the authority

of the college to the community.

The program director will document thetime-commitments

and schedules that will be involved a nd whether additional

staff are ne eded.

The program director will prepare written memoranda of

agreement, most of which will be signed or countersigned by

top college administrators as well: as by top ageriky adminis-
4

trators. If these Are to be contracts for exchange of money,__

fey will require 'approval by the college's fitcal officer

and attorney.

COLLEGE RECOGNITION OF PROGRAM DIRECTOR'S ,ADMINISTRATIVE ROLE-

The college and its administrators and suppo g bodies

should also recognize that there are substantial administrative

duties in conducting a nlEal health/human e'rvice program.
4 4,4

Thef are-several ways in which this recognition can be shown:

Give the program director a title that reflects
managerial status:

Allow the program director sdfficient released
time from classroom responsibilities to carry
out the administrative duties.

Employ the director sufficiently 'ahead of the
scheduled beginning time for classes so -that

147
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he' or she' can do the large amount Of'planning.
required to set objectives, policies, schedules;
recruit faculty and "develop field placements.''
In many colleges the program director has been
employed a full year ahead of time. This as
required by many accrediting programg.

_ . (

Provide'sufficient funds for the'proram to
allow for the administrativ&-functions as well
as for instructional costs.'

.

Involve department heads in the administrative
functions of the collegt. Realities of schedules
and time sometimes make this difficult,'but ef-,
forts should'be made to involve department-heads
in budget preiparatVonS and policy formulatio44.

Periodically review-the administrative perfor-
manc . of the program director andiSugges't way
in w improvements can be made. .

NOVI 7
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Funding. And
Cost Analysis. 14/

a ot 'Budgeting, fUnding and costing of mental health/human service'

prOgnams is an' area Alt presently -1-ies outside the competence

and, too aokten, outside of the concern of the-mentelealDh/

humansservice program director. However, it is, a matter that

is rapidly becoming crucial as federal funds become. less. avail-
_

able and as state revenues for higher educ tion are .being eroded.Ao
by inflation. Th'e program .director wht is tnowledgeable about

tiAscil- matters will be ih a better:position tosobtain funding

from outside sources.,

This chapter is divided into six parts:. 1) -narrative budget,

fiscal budgeting 3) .budget execution, 4) cost analysis,

fundiig, fu ing resources. These sections are not -

Even if ehe program is suppor/ed entirelymutually txclus

.by college funds and tuition so-, that it dLs note 'teed.syecia1

outside funding, it is well for the Program director to be

aware of all` financial issues.

NARRATIVE BUDGE-'

A narrative budget is essentially a narrative that de-
.

se
scribes the program's objectj..ves and goals andhow the'program

149
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and resources'will be tructure

them. It is -the really

MOE

in:order to accomplish

ful part of any budget since

..it tells what the pragram -alf about. A budget that has

. _nothing but figures is almost meaningless, Often. the narrative'' ,.

,... ,.. 0

budget is called tie "budget program plan" or the ."budget justi-

fication. ", /
ille

The narrative budget includes:
'N... .

A statement of the overall goals'of-the progioam and
holtl it r la* to the needs of the commune

A statemen the'uecific-objectives for the.budget'
period under,

LL
nsidfration. How many students will

be enrolled and graduated? ,,;What staff development
activities ar community servile workshops will be
held? ,4

A description of how the progragwiil operate for'
this' budget period. What courses, will be offered?
What field experiences will be used? What extr,ia-
curricdlar activities will.be held? What specn'1
features will fh-e be for any of these (i.e.,
travel funds for students to get to field place-
ments! liability insurance, etc.)?

A description of what resources are aviklable or All
be needed for this program period. RA many studdnts '
are available for each year? What faculty are avail-
ble or will be needed? Who.t special equipkent or

facilities such as videotape or audiotape will Ike
peeded? What agencies,,and.,arrange,ments will be used
fot field placements ?. What resources of the college
such As the audiovisual departmentor other academic
departments will be used? ,What community resources
such as.an advisory committee, special lecturers,. or
part,,-.time faculty will be _used?

A description of any special ,problems or needs and
how the program plans- f& overcome them. What/ are

, the time limitatiops? What special problems for
graduates exist-regarding-job descriptions or agnc
understanding? What special recr4itment problems-

4.
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4 ,., 1.
; The narrative budget' is wr!itten in paragiph or outline

-., i . .

, 7 . .
..._

. . 4 . .
form. I t helps to be specific and grap.hic in. the descr-i-ption,

. '. '0

f+or if is this ptrt of the 6udet that ;really brillis the pr9-
0. ,.

. --- gram to life for deans 0 presiclents , budget, offiCers, fundia.g.,,A- '
v

e agencies and persons wNo must m.Ue judgments about- it.

well,' to -avoid long -winded generalities but adequate det
-

.

should be tiAded.

FISCAL 13tJDGET
DO

A fiscaljbudget is the 'listing in dollars of the antici- ..
,

pate.d, expeniii tures to accomplish the objectives ihthe narra-
. a t 6.; .

tive -budget. It should be' a direct re' floiction of the program;. -
plans as des C.fibett ilt.the narraVve budget. Even if the col-

.

\

lege administration' does 2t,reqUire. such a 'budget, the pros
\-- 4 ,1 ,

gram director would do well to...prepare one. *It can be a
:-ful tool in maximizing resources, and it will sj.irely be needed

...

..
.-

. - - .. -

to-seek fun.ds from outs'ide..s-ounces . ""
..

r
.-

The program direck
IL

can, often 'kin %pecial Suppor.tbbY ....
c,

eparing such a budget an taking' it "to tie financial officer
_(/ - ..

_ .

for .discuss ion anti negotiatiOn. - This increases awareiloss of,0 -,

"4 + 44
''",t, the mental h alth/himan, services program and develoPS a resOci.

Q 0 ,

, for the pro_gram's. administrative ,abity.', The program director

* may be able .1;:r negotiate for needed items by pointing out ,savings

.. ^ in- certain ., areas .
..,

requested
' 4 .

Budgets are 'frequently
,. ee .at different levers such

. .

as' minimurt, continuation and. optimal.
.

151

163



. -.,

67 ,,.
,

The imum budget isthe least dollar figure
.., that coulXl be managed,,'

.

'The continuation* bddget,is the-figure that would

0011* ncreases reqlcii2,-ed by
be required to Offer essentially the same program 0

before. There are alWaAs d
010. inflation, salary raises, etc.

The optimal budget is one the eflects an ideal.
program. Each expansion items ould be categorized
;and justified.

1

The format of the budget varies from school to school.

Some programs prefer a program budget, others atateory

budget and others a line item budget.

A program bud:et gives the total amount of dollars
4 required for each program such as classtaom instruc=

tion, field instruction, community service, etc.

A category budget shows the dollars according to
major categories; This is a common budget. format.
Some comm categories are:

Salary. and fringe benefits 'Teaching Materials
Supplies' EqUipment
.Library Travel
Consultant fees and expenses .. Film rental
Telephone and postage .Capital construction
liiscellaneOus items Stipends , 0

ar

a a

N .

A 'line item budget is one that spells, out ea "tem and
he amount-assigned-to it.

111

1111,.

Budget preparation should-be, honest and direct.' Ltiis

"usually pooT practice to pad a budget.
,

A fee points s4 01d be kept in mind 1W preparing the
)

budget:

What is the state ofJunds_previously allocated
to the TiOgram? If tWere are large -amounts'of

- money still unspent, there shbuld be an explana-
tion for these, together with a re.46Nmendation

152
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cr.
for appiging the unspenefunds to the new
budgetlrbrioa. .

There s odld be an explanation o! exactly
what is involved in budget items th't are noti
fully evidentifrolt the-narrative budget, such
as exactly what fringe benefits* are included

. or what major items make up the "miscellaneous
category."

. .

,

1 There should be document, ation of items that
will be shared with °their programs or depart-
ents of the college; or items that are :being`"' A

N ntributed. List equi,pment or courses that
will' he shared. Note the contribl)ted.salaries

V.k...-Vof field in tructors, etc.:
, e

.

The bud et should dpcument funds from all
sburces. This will be useipl- for obtaining
support hen special grants :expire. This will
require a breakdown of budge items to be

- assigned to various funding Sources as well
as the totals.

A4budget ideallz will show the current geridd's,
budget .s well as the figdres for the, proposed

N, budget period. Any discrepancies that are not
already eXplAined in the narrative budget shoUld
-be, justified here.

/ ,

l %." BUDGET EXECUTION

Once the budget Is eita510hed and approved; tgeprokram'

enters' into 'the period of.operatiOn. This is the ped of
_

ill
!

. budget execution or carrying out of the budget. There are
7.

.

-

, several ppints for the program director to atten d--monitoring

A. .
.

. expenditures,- documenting expenditures and modifications of

.the budget.

Monitoring of eipenditur is best 'dome by the program

directdr Generally the college will provide a computer print-,

out of the funds expended each month'and the balance. .However,

this print-out is often one or two ponths behind in showing
A

1 3

(1

. 1.
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'certain expenditrres, and it may have a few' expenditures

inorreitly as,signed to the wrong budget categort. Therefore
.

the .program dixector'will4%dp well to keep his r
or -her n records

, ° . .

-, , ,
and:reconcile them. with the print -outs from the business office. -

.11

X . ip

Discrepancies.should be'brought to .the attentisri of the business
/.

office! as soon,as possible. 'Lf marked ,deviati.Otzs of expendi,-
4tires from thequdgeya're notted, the pro-gram. director should-

*
.4,

know why and should take tevers* correcti e aCtion, is

indicated.

'Do cumen ting expenditures vo Ivp s dessciptions of

expenditures in ficient that`they are clear enough

to lie properly assi and identified. This is especially
- iniiscelraneousn' or, "petty cash ",item, but it is

4 1*

also nece,ssary..f.or .certain eitravel items, or supply items . Any-

time .there is an eiCraordinary expen*diture, there should be

a slioffial documentation.

Documentat(i.Qn includes the date, a speciffc. description

of the iteni, its cost, its purpose. and any' speiiialt features
.

. about it. It should also be signed.or initial9'd by the
responsible persoii. Such record' will help ,later when final

audit
_

La'?-e made bf the accounts .
kIt will .sometimes bei deSiiable to ksk all faculty

c 4's. . . ,,keep 'records of their time ,and activities- in order to clocume
4 e --

..
-4' , the theed for their poS'itibns o'r for additional positions: T

. . : .

.
"te-i records should als,pie liery speCific in :showing ,'

.
where, how long, with .whom anl:for wha purposes.

*4.

.

.
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Modification of the budget is often necessary,. .

I
.if

. '
v.

especially af there have been unanticipated program Changes
,

. ,

or unusual expenditures fo-r certain categories. Budget

4 modifications_ should bet Made whenever it ieVident that

'major programfchanges mils. be Made. Budget modifications

are usually disCussedagreed, upon ahead of with

'all parties, and,are there formally requested and approved
%Art

in writing. There should be-written documentation of the
'

lk -

reasons-far the modification a.s, well as the figures to be
,

. charigede, CO-pies of budget modifications should be sect to
- , q . ..

re.

all involved parties, .

.

al
COST. ANALYSIS' 4

.

Cost analysi. is a-technical subject011).gand one to which
...--,..

.
,..

,,
mostcollegeyrogram'dir9ctors pay no attent%ion. However,'

. 4

z

it is often/ the'basis upon which college'administratprS or
.

budget-dffidials:dec.ide w er to 'Assume responsibility for

,
. .

..

..a proeram that has been funded under a.grarrt or whether tcF

discontinue a program. in times, of eebnomic downturns-., It

behooves the-iental health/141tan!s'eivice program dIrector.7r:
. .

..r- . .

to have some basic, of cost'analysff so that
.

,he or,she can argue his or her own-case.

Costs .are assigned values"rwhich ar,e "calcuIle c4 by

dividing expemditurts by same arbitraxi- chosen,factor

#1A ds felt:tb. be .significant. As an e4mp1e, a mental

health/human'serviCe%prOgram,.director purchses a videov.

tape machine for $4,510 (the price). The total expenditure'
r .

.

15,5

11.

*:
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includift&csales tax and 'delivery chaige was $5,000. Thy
P

machine is estimated to have a useful life of 5 years. There
.

. are 't(3 students in each class. The cost of the videotape

. 2
ir

/
Machine might then be assigned "as:

$1,000 per year, or

$'50.00 per student (20 students for 3,yea.rs),

$25.00.0 per graduate-, if it:is all assigned in the

first year (20 gaduates).

4-

It'is importaht for the program directbr to.know how the .

Mb.
.

''college assign5 Costs and what 'items are included in that
,

\,..

calculati6n. Some common bases for assigning costs in;college
t

.

are:

Costs per full -time enrolled student or eqiiivg.lent: (F.TE.):

-4
Costs per graduate

Costs per, credit hour

0 4

Very often these costs arsicalculatekon instructional rl
OU

.
expenditure (salaries) only. It is easy to see how a rogram

that allows general students to e4ect mental health /h

service courses ifra pi ram that encourages .part-ti students .

may have a high cost ra on full-time ei.students and'graduaTes

without being' aware of the problem. Also a IprOT,rm may show

up poorly in contrast to another' allied health plwgram if it

uses relatively more paid. faculty but.far:1

equipment when the costs are caculated on t

only.

laboratory
v.

basi§ 6f.4alaiy
,

.

.4 * . *.

. -

iC
I ,
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The mental health/human 'el-vice program director who

. becomes knowldge4able about these cost issues and is critical

N
in record `keeping should .be able to identify was to show a

favorable colt ratio folkthe program. The program, director

.

relat ve costs of the program for such items

SplaCe in classrooms, offices and laboratories

Manpbwer (salaries) including hiAelf or herself,
fieli supervisors and secretaries. Much of this
item is donated b); field instructors 'and should be
calculated as a saving. .

Supplies and Materials

. Major equip ent including laborikory equipment
' for prams

- Travel to conferences and to establish anotsuper-'
vise field' placements

Consultants and guest speakers
ti

If all of these expenditures are included in the calcu-

lation of costs -fo; all college programs, mental health /human

service programs are likely to show up favoraply. It isstill

necessdry to' have a reconably adequate enrollmen't of students.

'If there,ateonly 6-,ar,8 students in a class, the costs-- -

.

Acalculated on almost', -any be high. The larger the

enrollInt of students, the lower will be the costs of the
4.

program. The task of the program director i to lower cots

. while'increasing.or maintaining the qua/ity of the graduates.

In regard to cos analysis, the program director must be

able to).ntify.expenditureS that are not properly assigned
to instruOqon'of students. and see to itthat'-they'are not

157 1%,
1 1
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a

included in the cost-per-student calculations. These would

9 .

include time spent o# community services, or ,teaching

mental health courses fn the coll s, planning and fund

raising, expenses for community workshops and exhibits.

related to recruitment of students.

FUNDING

T e are many sources of funding for mental health/

human service programs. Pei-haps the two most common are the

regular appropriations to the college from state and local '

governmentsfrand student tuition. There are also other funds

that may be obtained as grants or contrects from various

federal or state agencies.

In order to obtain fUnding from the basic college sources,

.
it will be necessary for the mental hedlt /human service pro-

*.
. .

gram director to 'prepare a narrative budget and.a fiscal bud-
.

.-. get.. If the program director does not, the dean or diOision'

'director will and such *fidget is .likely to be smaller and more

general than the budget that, th9.t.Trogram director would- -prepare'.,

aktaining.grants. or other outside funding usually takes,

0

SOMQ special knowledge and effort, There may b.e a fiscal officer
v

or grants managef within 94e c4fege who can help the mental
....

health/human service program director, but more likely the
Ile . A

program xlirectorM4,1 have to write:his or her own giant
A

0

request. "In any case, the fiscal officer _of ,the college should
IP ' .

applications'he consulted and kept closqy`informed of grant p.
.-

k.

P

- V

or
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It is-neayssary for the menel health/human service

program director to, learn about possible funding sources,

pKocedures and deadlines. This will require some time and

the college should.be, prepared to provide this time excllisiVe

of teaching duties. He or she,must,obtain copies of regula-,
4

tions, procedures, application Aprms,'and prepare the appli,-

cations in accord with changing emphases., This includes:

Learning. about the mission of the agency, foundation,
or wogfam from which funds are being sought. What s 4
its history, structure, area of emphasis?- What kinds
of projects has it funded in the past? What aPe its
procedures? Informal contact helps.

.

Preparing a thorough description of the college and
the.mental health/human serviAlipprogram, including
its history, objectives, record of achievement,
students, graduates, and biogrerhical data on the
'facUlty.

Writing a prbposal of what, is to be done in the pro-
ject. It should include:

What As to be done--specific goalS and ,kong-
range objectives.

Why it should be done. What is-the need and
. why is it important for this project tp

resolve the problem?

Who will benefit and how?

How /long will it talZe and when will result8ibe
visible? k

What-will be required to do it--staff, equipment 0
and supplies?

- I

Preparing a narrative budget for the program elements
for which funding_is beini sought. It is always bet
to present the grant request in the forM of,clearly
detailed "program. improvement" or '!expansidn" rather
than basic suppor It is iliportant to follow the
guidelines care lly.

159



Preparing the fiscal budget.' This is a detailed,
procedure and shows relationships to,other sources
of funding. .The fiscal officer of the college must
be consulted here. Instructions must be followed

'including documentation of any items that are not
,self-explanatory and writing "not applicable" in
spaces that do not _apply.

Sending the completed a d igned application to the
appropriate person in t e appropriate,regional or
national office. It is frequently helpful to have
sent earlier drafts of the propbsal to program of-

ficers of the funding agency before the final appli-
cation. Foundations and agencies often provide con-
sultation on draft proposals. The formal applica-
tion procedure may require that the final-completed
application be sent to the grant management office.
It isAffportant to follow the procedures 'end time
deadlines very closely.

Obviously grant or proposal writing: takes a good bit of

time. It is seldom possible to write a grant in less than

six weeks. The.lead time required for preparation, submission

and review of federal, state or foundation grants is typically

from six months to a year. This includes informal consultation

regarding the prbposal, the actual writing and-preparation of -

budgets and affidavits of tax status, site visits, staff and

committee review and final award.

4'

FUNDING RESOURCES

A major activity at the very beginning of a mental health/

'hultan service program is learning, about poSsible funding sources

and making early informal contacts with them. College and local

I

public libraries hay have helpful publications° on funding 4Jources °

and on grantsmanship. The Foundation Directory is one possible

resource. Also the federal government puts our periodic

160
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listing of all support programs. Since these programs are

constantly changing, it is a good idea to review-the listing

regularly. Librhrians often know of local funding sources.

At the state agency or local agency level it may be

possible to work out sources of
1

that are not direct

funding. For example,.these agehcies may pay tuition for-

psychiatric ai4es or attendants to enroll in the program,. or

staff persons may be assigned as part-time faculty.. Initial

contacts for such arrangements are best madt with agency pro-
.

gran leaders rather than with fisical offIcers who are, usually

not as much involved with program needs as,the program people

who ultimately make these decisions.

Many of the federal agencies have regional offices that

can be consulted regarding their programs. The'regional offices

generally provide the best initial contacts. From there they

may call or refer to the central' office. There are many agencies.

within the(Department of Health, Education and Welfare, including

0 the.NatiOnal Institute of Mental Health, the Social and Rehabi:

litation Service, the National.Institute of Drug Abuse,,the

.

National Institute on Alcoholism and Alcohol Abuse
,.
the Office,

_
-/

of Human Development with its Office of Child Development and

Administration on Aging, the Developmental Disabilities

Administration, the Office of Education with its Vocational

Education Flogram and Bureau of Education for the Handicapped.

Also the Departments .of Labor and Justice have programs- in the

general human service area. Obviously each one of these Frograg
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I .
.

areas has its own special focus and its own jaAgon. Any' grant
- ,

. ,.

_proposals sent4to them should he designed to Feet the-prticull'ar-

concerns and,prograff focus of that specific agency..

In preparing funding requests it is always well -to -show

that the program is closely linked to a wide rage of local

resources and age ies for sharing and maximum.use of avail-
.

able resources. 'his might include cooperative arrangements

with other two- ear or four-year colleges for sharing field

or classroom Instructors, library resources and special equip-
a

ment.' It might also' include 'agreements with local or state

agencies to share faCilities and help,each Other, _...Local in-

dustry might provide some help. Whenever possible these, searing

arrangementS should be confirmed by lettei and a copy of the

letter attached to the grant request to the fUnding agency.

It is also well to obtain letters of support for a grant re-

' IP
quest' from roCal or state agency leaders- in -order to document

M

the need for the program antthe readiness of local agencies

to cooperate with it: -

The mental health/human service progfam director whollas

established contacts with a wide Variety,of.state ocal

.
-agencies is in a good position to know of new policies

.

-A

programs that are about to be implemented such 401 deinsi7itution
r

alization of programs, alcohol trea'tm'ent programs, chilren'Ampi

_ v .

treatment programs for which the college proagram might provide

k
4

. . ,

'training with funding 'from the state, or local agency. These
ii

programs might be taught in the ageeties themselves rather
: -

than the college cnpu§..
, .

* 162 c
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..........T. ' .. .

These are some.of 4he place...5 to go to 'leek informationk

,

about .passible
%funding

sources.. Not all of these
r

sources

K

have funds listed that may be-directly available to community
.

. ''' .
.

colleges, but they shay provide leads. 'Many agencies and
,..

,

foundations change ;their policies and prOgranis frecuently, so
,

t

/

it pays to keep-maki-ng inquiries and to keep' up with major

federal_ 'legila:tion and changes in regulations.

0

ND.

S

I
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Publication

TIw caublitions are available, at a nominal cost, from
th uthern*Regional Education Board.

ROLES,AND FUNCTIONS FOR MENTAL HEALTH WORKERS (1967)

"PLANS FOR TEACHINGMENTAL HEALTH WORKERS (1971)

INDUCTION A OF ASSOCIATE DEGREE WORKERS IN
THE MENTAL HE H SYSTEM (1973)

CREATION OF A DISCIPLINE:NDDLE LEVEL MENTAL. HEALTH-
WORKERS (1974)

A'XIT FOR RTVIEW OF MENTAL HEALTH WORKER TRAINING
PROGRAMS R97,4)'

TEACHIG MATER .IALS OU'RkEN Y USED IN MENTAL HEALTH.
" WORKER TRAINING PROGRAMS - (974)

.41

For information about the videotapes mentioapd,in the text,.
_write to the Mental Health Progi-pm, Southeir.Regional Educa-
tion 'Board.
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